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DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 
SAN  FRANCISCO  PORT  COMMISSION 


MICHAEL  HUERTA,  PORT  DIRECTOR 


ALICE  HERNDON,  AFFIRMATIVE  ACTION  SPECIALIST 


INTRODUCTION 


The  San  Francisco  Port  Commission  is  a department  of  the  City 
and  County  of  San  Francisco  and  is  responsible  for  the 
administrative  control  of  the  Port. 


The  Port  Commission  consists  of  five  members  appointed  by  the 
Mayor,  and  ratified  by  the  City's  Board  of  Supervisors  to  serve 
staggered  four  year  terms.  The  Executive  Director  is  appointed 
by  the  Mayor  from  nominations  provided  by  the  Port  Commission. 
The  Executive  Director  acts  as  the  Commission's  chief 
executive.  The  Executive  Director  is  responsible  for  the 
management  of  the  department  and  all  the  affairs  and  activities 
under  the  jurisdiction  of  the  Commission. 


Several  thousand  acres  of  land  stretched  along  approximately  7.5 
miles  of  waterfront  from  Aquatic  Park  in  the  north  to  India 
Basin  in  the  south  make  up  the  Port.  Most  of  the  property  is 
state  land  managed  by  the  Port  Commission  to  promote  commerce 
navigation  and  fisheries  and  encourage  public  access  and 
waterfront  recreation. 


As  a revenue  generating  department  of  the  City  and  County  of  San 
Francisco,  the  Port  if  San  Francisco,  does  not  receive  taxpayer 
assistance. 


The  Port  employs  two  hundred  and  twenty  six  people. 
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POLICY  STATEMENT 


It  is  the  policy  of  the  San  Francisco  Port  Commission  to  provide 
equal  opportunity  to  all  applicants  and  employees.  No  person 
shall  be  discriminated  against  with  regard  to  recruitment, 
selection,  appointment,  training,  promotion,  retention, 
discipline  or  other  aspects  of  employment  because  of  race, 
religion,  sex,  national  origin,  ethnicity,  age,  disability, 
political  affiliation,  sexual  orientation,  ancestry,  color, 
marital  status,  medical  condition,  or  Acquired  Immune  Deficiency 
Syndrome  (AIDS),  Human  Immunodeficiency  Virus  Infection  (HIV) 
and  AIDS  Related  Complex  ( ARC ) . 


In  support  of  our  equal  employment  and  affirmative  action 
policies,  the  Port  Commission  has  directed  the  Executive 
Director  to  establish  an  Affirmative  Action  Plan  and  Program 
consistent  with  federal,  state  and  local  laws  and  guidelines 
governing  employment. 


The  Commission  recognizes  that  an  Affirmative  Action  Plan  can 
not  be  implemented  solely  through  the  prohibition  of 
discriminatory  employment  practices.  Affirmative  steps  must 
also  be  taken.  An  Affirmative  Action  Program  is  necessary  for 
the  incorporation  of  non-discriminatory  employment  practices 
into  the  workforce. 


The  Affirmative  Action  Specialist  will  be  responsible  for 
developing  and  implementing  a written  Affirmative  Action  Program 
which  will  include  an  analysis  of  employment  data, 
identification  of  problem  areas,  timetables  and  plans  for 
achieving  stated  goals,  procedures  for  monitoring  and  evaluating 
program  effectiveness,  and  methods  of  dissemination  of  the  plan. 


The  Affirmative  Action  Specialist  will  report  to  the  Executive 
Director  concerning  the  status  of  the  program  and  progress 
toward  attainment  of  the  Port's  goals,  and,  at  least  once  a 
year,  will  update  the  written  program  to  reflect  changes  in  the 
workforce  and,  if  required,  modifications  and  revisions  to  the 
goals. 


When  requested,  the  Affirmative  Action  Specialist  shall  report 
to  the  Port  Commission,  the  Mayor  and  the  Board  of  Supervisors, 
on  the  Port's  affirmative  action  progress.  The  Affirmative 
Action  Specialist  will  periodically  report  to  the  Civil  Service 
Commission  and  the  Human  Rights  Commission  concerning  the  status 
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of  the  program,  and  will  act  as  the  Port's  liaison  with  those 
agencies  and  various  community  organizations.  The  Affirmative 
Action  Specialist  shall  be  designated  the  Port's  Affirmative 
Action  Officer. 


The  success  of  the  program  requires  the  commitment  of  the  entire 
Port  staff.  It  is  the  Port  staff's  responsibility  to  insure  that 
the  Commission's  policies  of  equal  opportunity  and  affirmative 
action  are  implemented  at  every  level  within  the  Port. 


Each  Division  Director  and  Unit  Manager  are  required  to 
implement  the  Affirmative  Action  Program  within  his/her  area  of 
responsibility.  A Director  and  Managers'  commitment,  progress 
and  success  in  achieving  affirmative  action  goals  will  be 
reviewed  in  the  overall  evaluation  of  their  performance. 


Incorporated  within  our  Affirmative  Action  Plan  are  the 
following  policies:  Sexual  Harassment  Prevention,  Slurs, 

Language  Diversity,  Exempt  employment  of  individuals  who  are 
severely  disabled,  and  AIDS/ARC/HIV  Infection. 


A copy  of  the  Port  Commission's  Affirmative  Action  resolution 
will  be  distributed  to  all  Port  employees.  Additional  copies 
shall  be  posted  in  conspicuous  locations  within  the  department. 
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WORKFORCE  STATISTICS  1990-91 


In  this  section  information  is  presented  which  provides  a 
detailed  description  of  the  Port ' s workforce  by  occupational 
categories : 

Officials  and  Administrators  (A) 

Professional  ( B ) 

Technicians  ( C ) 

Paraprof essional  ( E ) 

Office  and  Clerical  (F) 

Skilled  Craft  Workers  (G) 

Service  and  Maintenance  ( H ) . 

An  analysis  of  new  employee  data  has  been  included  to  show 
hiring  and  promotion  activities  during  the  last  fiscal  year 
1990-91. 


Officials  & Administrators  (A) 

Definition:  Occupations  in  which  employees  set  broad  policies, 

exercise  overall  responsibility  for  execution  of  these  policies, 
or  direct  individual  departments  or  special  phases  of  the 
agency's  operations,  or  provide  specialized  consultation  on  a 
regional,  district  or  area  basis. 

The  Port  has  nine  (9)  Officials  and  Administrators  positions. 
From  July  1990  through  June  1991  there  were  no  new  hires  in  this 
category . 

Port  positions  in  this  category  include:  Supervising  Fiscal 

Officer,  Dir.  Tenant  Serv. , Chief  of  Systems,  Superintendent 
Harbor  Maintenance  and  Repair,  Chief  Harbor  Engineer,  Manager, 
Leasing  and  Tenant  Services,  Port  Planning  Manager,  Port 
Director . 


Race  and  gender  statistics  for  Officials  & Administrators  (A)  as  of 
June  30  1991  were  as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

9 

5 

1 

0 

0 

1 

0 

1 

1 

0 

0 

0 

0 

7 

2 

56 

11 

0 

0 

11 

0 

11 

11 

0 

0 

0 

0 

78 

22 

100  % 

Blacks,  Hispanics,  Filipinos  and  Women  are  currently  under 
represented  in  this  category. 
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Professionals  ( B ) 


Definition:  Occupations  which  require  specialized  and 

theoretical  knowledge  which  is  usually  acquired  through  college 
training  or  through  work  experience  and  other  training  which 
provides  comparable  knowledge. 

The  Port  had  55  filled  positions  classified  as  Professional  in 
June  1991.  From  July  1990  through  June  1991,  the  Port  hired 
eight  (8)  people  to  fill  vacancies  in  this  category.  The  Port 
hired  3 White  males,  2 White  females,  1 African  American  male,  1 
Filipino  female,  and  1 Asian  male. 

Port  positions  in  this  category  include:  Civil  Engineer,  Senior 

Acountant,  Accountant,  Traffic  Analyst,  Asst.  Rental  Manager, 
Senior  Management  Asst.,  Asso.  Engineer,  Sr.  Programmer, 
Principal  Accountant,  Head  Accountant,  Dev.  Pro j . Coord.,  Sr. 
Ind.  Hygienist,  Marketing  Reseach  Spec.,  Asst.  Industrial 
Hygienist,  Public  Relations  Rep.,  Cargo  Sales  and  Marketing 
Mgr.,  Affirmative  Action  Specialist,  Exec.  Asst.,  Sr.  Civil 
Eng.,  Asst.  Traffic  Eng.,  Dept.  Personnel  Officer,  Manager  of 
Marketing,  Asst.  Rental  Mgr.,  Architect,  Systems  Accountant, 
Personnel  Analyst,  Planner  II,  Mechanical  Eng,  Gov't,  and  Public 
Affairs  Mgr.,  Electrical  Eng. 


Race  and  gender  statistics  for  Professionals ( B ) as  of  June  30,  1991 
were  as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

55 

19 

8 

2 

1 

2 

3 

8 

7 

2 

3 

0 

0 

33 

22 

35 

15 

4 

2 

4 

5 

15 

13 

4 

5 

60 

40 

100  % 

Statistics  for  new  hires  were  as  follows: 


W 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

8 

3 

2 

1 

0 

0 

0 

1 

0 

0 

1 

0 

0 

5 

3 

37 

25 

12 

0 

0 

0 

12 

0 

0 

12 

0 

0 

63 

37 

100  % 

Blacks,  Hispanics  and  Women  are  under  represented. 
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Technicians  (C) 


Definition:  Occupations  which  require  a combination  of  basic 

scientific  or  technical  knowledge  and  manual  skill  which  can  be 
obtained  through  specialized  post- secondary  school  education  or 
through  equivalent  on-the-job  training. 


The  Port  has  10  filled  positions  listed  as  Technicians  in  June 
1991.  From  July  1990  through  June  30,  1991,  the  Port  hired  two 
(2)  people  in  this  category: 

1 white  male 
1 Asian  male 

Port  Positions  in  this  category  include:  Chief  Building 

Inspector,  Civil  Eng.  Asst.,  Surveyor,  Eng.  Aid,  Construction 
Inspector,  Surveyor's  Field  Asst.,  Building  Inspector. 


Race  and  gender  statistics  for  Technicians  as  of  June  30,  1991  were 
as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

10 

5 

0 

0 

0 

1 

0 

2 

0 

2 

0 

0 

0 

10 

0 

56 

0 

0 

0 

11 

0 

22 

0 

22 

0 

0 

0 

100 

0 

100  % 

Statistics  for  new  hires  were  as  follows: 


W 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

2 

1 

0 

0 

0 

0 

0 

1 

0 

0 

0 

0 

0 

2 

0 

50 

0 

0 

0 

0 

0 

50 

0 

0 

0 

0 

0 

100 

0 

100  % 

There  were  two  new  hires  in  this  reporting  period,  a white  male 
and  an  Asian  male.  Blacks,  Hispanics  and  Women  are  under 
represented . 


Paraprofessionals  ( E ) 

Definition:  Occupations  in  which  workers  perform  some  of  the 
duties  of  a professional  or  technician  in  a supportive  role, 
which  usually  require  less  formal  training  and/or  experience 
normally  required  for  professional  or  technical  status. 

The  Port  position  in  this  category  is  Personnel  Technician. 

Page  6 


The  Port  currently  has  only  one  filled  position  listed  in  this 
category.  There  were  no  new  hires  in  this  reporting  period. 

Race  and  gender  statistics  for  Paraprofessional  as  of  June  30,  1991 
were  as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

1 

- 

- 

- 

- 

- 

1 

” 

- 

- 

1 

0 

0 

0 

0 

0 

0 

0 

0 

0 

100 

0 

0 

0 

100 

100  % 

Office/Clerical  (F) 

Definition:  Occupations  in  which  workers  are  responsible  for 

internal  and  external  communication,  recording  and  retrieval  of 
data  and/or  information  and  other  paperwork  required  in  an 
office. 

The  Port  had  forty-one  ( 41 ) filled  positions  listed  as 
Office/Clerical  in  June  1991.  From  July  1990  through  June  30, 
1991,  one  Black  male  and  one  Black  female  and  one  Asian  female 
were  hired  in  this  category.  Of  the  3 new  hires,  1 was  also  a 
Rule  34  Program  hire. 

The  Port  positions  in  this  category  include:  Secretary  I & II, 

Wharfinger  I & II,  Account  Clerk,  Exec  Sec.,  Collection  Superv., 
Sr.  Personnel  Clerk,  Junior  Management  Asst.,  Clerk  Typist,  Sr. 
Clerk  Typist,  Sr.  Payroll  and  Personnel  Clerk,  Sr.  Store 
Keeper,  Sr.  Clerk,  Sr.  Account  Clerk,  Sr.  Collections  Operator, 
Chief  Wharfinger,  Senior  Materials  and  Supplies  Superv. , 


Race  and  gender  statistics  for  Office/Clerical  as  of  June  30,  1991 
were  as  follows: 


W 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

41 

3 

6 

2 

5 

1 

0 

0 

12 

3 

9 

0 

0 

9 

32 

7 

15 

5 

12 

2 

0 

0 

29 

7 

22 

0 

0 

22 

78 

100  % 
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Statistics  for  new  hires  were  as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

3 

0 

0 

1 

1 

0 

0 

0 

1 

0 

0 

0 

0 

1 

2 

0 

0 

33 

33 

0 

0 

0 

33 

0 

0 

0 

0 

33 

66 

100  % 

100%  of  the  new  hires  in  this  category  were  minorities  and  women. 
Hispanics  remain  under  represented. 


Skilled  Craft  (G) 

Definition:  Occupations  in  which  workers  perform  jobs  which 

require  special  manual  skill  and  a thorough  and  comprehensive 
knowledge  of  the  processes  involved  in  the  work  which  is 
acquired  through  on-the-job  training  and  experience  or  through 
apprenticeship  or  other  formal  training  programs. 

The  Port  had  sixty- three  (63)  filled  Skilled  Craft  positions  in 
June  1991.  In  F.Y.  90-91,  the  Port  hired  one  (1)  new  employee 
in  this  category:  1 White  male. 

Port  positions  in  this  category  include:  Crane  Mechanic 

Supervisor,  Automotive  Machinist.  Ornamental  Iron  Worker, 
Electrician,  Carpenter  Supervisor  I,  Painter,  Plumber,  Roofer, 
Plumber  Supervisor  I,  Electrician  Supervisor,  Stationary 
Engineer,  Roofer  Supervisor  I,  Sheet  Metal  Worker,  Maintenance 
Machinist  Supervisor,  Maintenance  Machinist,  Fusion  Welder, 
Metalsmith,  Stationary  Eng.,  Carpenter,  Asst.  Superintendent 
Harbor  Maint. 


Race  and  gender  statistics  for  Skilled  Craft  (G)  as  of  June  30,  1991 
were  as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

63 

44 

0 

3 

0 

7 

0 

6 

0 

2 

0 

1 

0 

63 

- 

70 

0 

5 

0 

11 

0 

10 

0 

3 

0 

2 

0 

100 

0 

100  % 

Statistics  for  new  hires  were  as  follows: 


W 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

1 

1 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

1 

0 

100 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

100 

0 

100  % 

Blachs,  Hispanics,  Asians,  Filipinos  and  Women  are  under  represented. 
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Service/Maintenance  (H) 


Definition:  Occupations  in  which  workers  perform  duties  which 

result  in  or  contribute  to  the  comfort,  convenience,  hygiene  or 
safety  of  the  general  public  or  which  contribute  to  the  upkeep 
an  care  of  buildings,  facilities  or  grounds  of  public  property. 

The  Port  had  forty-seven  (47)  filled  Service/Maintenance 
positions  in  June  1991.  The  Port  hired  4 employees  in  this 
reporting  period,  2 white  males,  2 Hispanic  males. 

Port  positions  in  this  category  include:  General  Laborer,  Pile 

Worker,  Gardener,  Piledriver  Engine  Operator,  Piledriver 
Supervisor  I,  Truck  Driver,  Asphalt  Finisher  Supervisor  I, 
General  Service  Officer,  Asphalt  Worker. 


Race  and  gender  statistics  for  Service/Maintenance ( H ) as  of  June  30, 
1991  were  as  follows: 


w 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

47 

35 

1 

5 

0 

3 

0 

1 

0 

1 

0 

1 

0 

46 

1 

74 

2 

11 

0 

6 

0 

2 

0 

2 

0 

2 

0 

98 

2 

100  % 

Statistics  for  new  hires  were  as  follows: 


W 

B 

H 

A 

F 

AI 

Total 

Grand 

Total 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

4 

2 

0 

0 

0 

2 

0 

0 

0 

0 

0 

0 

0 

4 

0 

50 

0 

0 

0 

50 

0 

0 

0 

0 

0 

0 

0 

100 

0 

100  % 

Hispanics,  Asians,  Filipinos  and  Women  are  under  represented. 
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PORT  WORKFORCE  BY  OCCUPATIONAL  CATEGORIES 
Statistics  as  of  June  30,  1991 


Occupational 

White 

Black 

Hispa- 

Asian 

Fili- 

Amer. 

TOTAL 

TOTAL 

GRAND 

Group 

nic 

pino 

Ind. 

MALE 

FEMALE 

TOTAL 

A 

Officials  & 

6 

0 

1 

2 

0 

0 

7 

2 

9 

Administrators 

67% 

0% 

11% 

22% 

0% 

0% 

78% 

22% 

100% 

B 

Professionals 

27 

3 

5 

15 

5 

0 

33 

22 

55 

49% 

5% 

9% 

27% 

9% 

0 

60% 

40% 

100% 

C 

Technicians 

5 

0 

1 

2 

2 

0 

10 

0 

10 

50% 

0% 

10% 

20% 

20% 

0% 

100% 

0% 

100% 

E 

Paraprofes- 

0 

0 

0 

0 

1 

0 

0 

1 

1 

sionals 

0 % 

0 % 

0 % 

0 % 

100% 

0 % 

0 % 

100% 

100% 

F 

Office  and 

9 

7 

1 

12 

12 

0 

9 

32 

41 

Clerical 

22% 

17% 

2% 

29% 

29% 

0% 

22% 

78% 

100% 

G 

Skilled  Craft 

44 

3 

7 

6 

2 

1 

63 

0 

63 

Workers 
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5% 

11% 

10% 

3% 

2% 

100% 

100% 

H 

Service  and 

36 

5 

3 

1 

1 

1 

46 

1 

47 

Maintenance 

77% 

11% 

6% 

2% 

2% 

2% 

98% 

2% 

100% 

Total 

127 

18 

18 

38 

23 

2 

168 

58 

226 

56% 

8% 

8% 

17% 

10% 

1% 

74% 

26% 

100% 

*SF  Labor  Force 

Availability  57.%  9.9%  11.2%  15.3%  5.4%  0.4%  54.8%  45.2% 


* Taken  from  tie  1980  U.S.  Census. 
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The  distribution  of  the  new  hires  by  occupational  categories  were  as 
follows : 


White 

HI  ark 

Hispanic 

Asian 

Filipino 

An.  Indian 

Tbtal 

Grand  T. 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

A 

B 
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1 

1 

1 
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3 
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- C 

1 

1 

2 

0 

2 

E 

F 

1 

1 

1 

1 

2 

3 

G 

1 

1 

0 

1 

H 

2 

2 

4 

0 

4 

Tbt 

7 

2 

2 

1 

2 

2 

1 

1 

13 

5 

18 

50% 

16% 

11% 

16% 

6% 

0% 

72% 

28% 

100% 
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NARRATIVE  DISCUSSION 


In  review  of  the  workforce  and  new  hire  statistics  of  the  last 
fiscal  year,  the  Port  has  shown  a commitment  to  equal  employment 
opportunities  and  the  importance  of  a qualified  and  diverse 
workforce. 

During  1990-91,  the  Port  hired  eighteen  new  employees.  Seven  or 
39%  of  the  new  hires  were  white  males.  Eleven  or  61%  of  the  new 
hires  were  minorities  male  and  female  and  white  females. 

Our  statistics  also  show  that  even  with  a strong  commitment  to 
diversity,  the  Port's  workforce  shows  under-representation  of 
minorities  and  women.  The  statistics  show  the  following  under 
representations . 

Officials  & Administrators  (A):  Blacks,  Hispanics 

Filipinos  and  Women 

Professionals  (B):  Blacks,  Hispanics  and  Women 

Technicians  (C):  Blacks,  Hispanics  and  Women 

Paraprofessional  (E):  (this  is  a one  position  category) 

Office  and  Clerical  (F):  Hispanics 

Skilled  Craft  Workers  (G):  Blacks,  Hispanics,  Asians, 

Filipinos  and  Women 

Service  Maintenance  (H):  Hispanics,  Asians,  Filipinos  and  Women 

The  representation  of  Women  in  the  Technician,  Skilled  Craft  and 
Service  and  Maintenance  categories  is  poor.  Of  the  one  hundred 
and  twenty  employees  (71%  white  and  29%  minority)  currently 
working  in  these  categories  only  one  (.8%)  is  a Woman. 

Of  the  7 employees  hired  in  these  categories  last  fiscal  year,  3 
were  minority  males  and  4 were  white  males. 

The  under  representation  of  minorities  and  women  may  be  due  to  a 
combination  of  factors: 

A.  Low  numbers  of  hires  in  these  categories  each  year: 

Due  to  the  City  wide  hiring  freeze  and  a Port  hiring 
freeze,  our  opportunities  to  increase  our  representation 
of  minorities  and  women  is  reduced. 

B.  The  availability  of  women  on  specific  Civil  Service  lists: 

The  Civil  Service  list  significantly  impacts  our  ability 
to  increase  the  diversity  of  our  workforce.  On  many  lists 
there  are  no  women  or  minorities  or  they  are  not  reachable 
due  to  the  certification  process. 

C.  The  expertise  required  of  new  hires  due  to  the  size  of  our 
working  units: 

We  are  a small  department  with  a number  of  working  units 
of  1,  2 and  3 employees.  Due  to  size  and  safety  issues, 
for  certain  positions  many  supervisors  feel  that  we  need 
to  hire  people  who  will  be  able  to  complete  the  required 
responsibilities  with  little  additional  training  and 
minimum  supervision.  This  is  a factor  which  affects  our 
affirmative  action  efforts  in  certain  situations. 
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D . Traditional  white  male  dominance  in  a number  of  these 
categories : 

This  factor  seems  to  be  prevalent  in  a number  of 
categories  most  notably  in  the  crafts  and  services 
categories.  The  dominance  of  white  males  has  been  due  to, 
discrimination  in  the  industries,  past  recruitment 
practices,  selection  requirements,  lack  of  minorities  and 
women  on  Civil  Service  lists  and  fallacies  concerning 
availability.  The  imbalance  has  remained  in  these 
categories  for  a number  of  year.  New  programs  and 
policies  are  slowly  but  surely  affecting  positive  change. 

E.  The  low  turnover  rate  of  Port  positions. 

The  Port  does  not  have  the  opportunity  to  drastically 
effect  it's  diversity  in  a short  period  of  time,  due  to 
the  low  number  of  vacancies  and  new  hires. 
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AFFIRMATIVE  ACTION  GOALS  FOR  JULY  1991  TO  JUNE  30,1993 


Affirmative  Action  goals  are  guides  to  achieving  proportional 
representation  of  minorities  and  women  in  the  workplace.  Goals 
are  not  quotas  or  hiring  restrictions.  Goals  are  good  faith, 
quantitative  objectives  to  direct  our  activities  within  an 
identified  time  period.  We  use  our  goals  as  target  figures  for 
hiring,  promotion  and  other  relevant  employment  purposes. 

The  long-range  goals  of  this  Affirmative  Action  Program  are  to 
employ  a workforce  which  reflects  the  available  labor  market  of 
San  Francisco.  Based  on  data  from  the  1980  U.S.  Census,  the  San 
Francisco  labor  market  composition  is  as  follows:  9.9%  Black, 

11.2%  Hispanic,  15.3%  Asian,  5.4%  Filipino,  0.4%  American 
Indian,  and  45.2%  Women.  (These  goals  will  be  updated  when  the 
U.S.  Census  releases  its  1990  findings. ) 

The  affirmative  action  goals,  based  on  the  1980  U.S.  Census, 
will  be  directed  at  those  areas  with  under-utilization  of 
minorities  and  women.  The  goals  will  be  in  effect  until  June 
30,  1993.  The  goals  will  be  updated  to  reflect  the  1990  U.S. 
Census,  San  Francisco  Labor  Market  statistics  when  those 
statistics  become  available. 

In  order  to  establish  our  goals,  the  projected  turnover,  and  the 
availability  of  certain  groups  in  the  qualified  applicant  pools 
were  all  reviewed. 


GOALS 


The  employment  goals  for  1991-1993  for  each  occupational 
category  in  which  there  are  significant  numbers  of  employees  are 
as  follows : 


Officials  & Administrators  (A):  Due  to  the  small  number  of 

employees  in  this  category,  no  goals  will  be  established. 
Targeted  recruitment  efforts  will  be  directed  for  Blacks, 
Hispanics,  Filipinos  and  Women. 

Professionals  ( B ) : The  Port  has  been  very  successful  in  the 

past  in  recruiting  qualified  minorities  and  women  to  fill 
vacancies  in  this  category.  The  goal  will  be  to  hire  3 Black,  2 
Hispanic,  and  3 Women  candidates. 

Technicians  ( C ) : Due  to  the  small  number  of  technicians 

utilized  by  the  Port,  no  goal  will  be  set  for  this  category,  but 
targeted  recruitment  efforts  will  be  directed  to  increase  the 
representation  of  Blacks,  Hispanics  and  Women  and  to  maintain 
the  current  utilization  of  Asians  and  Filipinos. 

Paraprof essional  ( E ) : The  Port  employs  one  person  in  this 

category.  No  goals  will  be  set  at  this  time.  Targeted 
recruitment  will  involve  all  minority  groups  and  women. 
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Office  and  Clerical  ( F ) : The  goal  for  this  category  is  to  hire 

4 Hispanic  candidates-  Emphasis  will  also  be  placed  on 
maintaining  the  current  utilization  of  all  other  ethnic  groups. 

Skilled  Craft  Workers  (G):  Recruitment  efforts  will  be 

directed  to  Black,  Asian,  Filipino  and  Women  candidates.  Our 
goal  is  to  hire  1 Black,  1 Hispanic,  3 Asian,  1 Filipino  and  3 
Women  candidates. 

Service  Maintenance  ( H ) : The  Port  will  be  directing  its 

efforts  to  increase  the  utilization  of  minorities  and  women  in 
this  category.  All  minority  groups,  except  Blacks,  are  under 
represented  in  this  reporting  period.  We  will  strive  to  hire  2 
Hispanic,  4 Asian,  2 Filipino  and  3 Women  candidates. 


AFFIRMATIVE  ACTION  PROGRAM 


The  purpose  of  the  Port's  Affirmative  Action  Program  is  to 
achieve  a balanced  workforce  and  eliminate  the  barriers  to 
productive  employment  with  the  Port  of  San  Francisco  through 
outreach  and  training. 

The  Port's  Affirmative  Action  Plan  is  divided  into  5 areas. 
Those  areas  are : 

1 . Recruitment 

2 . Selection 

3.  Education  and  Training 

4.  Affirmative  Action  Review 

5.  Americans  with  Disabilities  Act 

1 . Recruitment 


Affirmative  Action  Recruitment  will  be  conducted  for  all  Port 
positions,  provisional  and  permanent.  In  order  to  assist  the 
Port  in  reaching  targeted  groups  the  following  steps  will  be 
taken : 


A.  Targeted  Mailing  List 

The  Port  will  continue  to  update  and  utilize  a mailing 
list  of  community  agencies,  social  and  vocational 
associations  and  other  recruitment  sources  organized  by 
targeted  group  affiliation.  Agencies  associated  with 
groups  under  represented  in  a particular  category  will 
receive  job  announcements  and  a request  for  recruitment 
assistance. 

The  agencies  on  our  mailing  list  will  be  surveyed  to 
update  information  concerning  their  involvement  with 
targeted  group  members. 

B.  Affirmative  Action  Media  Utilization 

Area  media  sources  will  be  reviewed  to  determine  their 
effectiveness  in  reaching  the  targeted  populations. 
Targeted  advertisements  will  appear  in  minority  media 
sources  for  all  Port  position  vacancies. 
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C-  City  & County  Distribution  of  Port  Job  Announcements 

The  best  recruitment  resources  are  our  employees.  All 
Port  job  announcements  will  be  circulated  throughout  the 
Port  and  City/County  departments.  Announcements  will  also 
be  sent  to  Departmental  A. A.  Specialists. 

D . Networking 

Departmental  Networking 

City  and  County  departments  with  similar  positions  will  be 
contacted  for  their  assistance  in  locating  appropriate 
minority  and  women  recruitment  resources. 

Departments  will  be  surveyed  to  provide  information 
concerning  community  contacts  for  specific  minority  groups 
and  occupational  categories. 

Community  Agency  and  Organization  Networking 

The  Port  will  work  to  establish  networks  with  Hispanic, 

Asian,  African  American,  Filipino  and  Women's 

organizations  and  agencies  in  an  effort  to  reach  more 

minority  and  women  applicants  and  to  develop  programs  and 

training  for  the  Port  concerning  Affirmative  Action 

issues. 

Maritime  Industry  Networking 

The  Port  will  establish  networks  with  other  Port 
Affirmative  Action  Offices  in  order  to  develop  specialized 
recruitment  resources  for  the  Port ' s Maritime  positions . 


2 . Selection 


A.  Provisional  Appointments 

The  Port's  Affirmative  Action  Specialist  will  be  involved 
in  all  Provisional  Appointments.  The  Human  Resources 
Department  and  the  Affirmative  Action  Specialist  will 
develop  and  utilize  a Provisional  Appointment  procedure 
which  will  include:  a.  notification  provided  to  the 

Affirmative  Action  Specialist  of  the  beginning  of  the 
Provisional  Appointment  procedure  to  fill  a particular 
vacancy.  b.  the  review  and  distribution  of  utilization 
statistics  concerning  minorities  and  women  to  Department 
hiring  personnel;  c.  review  of  interview  questions  for 
affirmative  action  issues;  d.  Affirmative  Action 
recruitment,  e.  assistance  to  Divisions  with  questions 
concerning  nondiscriminatory  interview  questions  and 
procedures,  and  a review  of  the  selection  by  he 
Affirmative  Action  Specialist. 

Hiring  officials  who  have  an  opportunity  to  improve  the 
diversity  of  their  workforce  and  fail  to  do  so,  will  be 
required  to  provide  a written  explanation  of  their  hiring 
decision  to  the  Human  Resources  Director  and  the 
Affirmative  Action  Specialist  for  review  and  approval. 
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B.  Civil  Service  Appointments: 


The  Port  will  incorporate  aspects  of  the  Provisional 
Appointment  procedure  which  deal  with  Affirmative  Action 
issues  in  its  Civil  Service  appointments.  The  procedure 
will  include:  involvement  by  the  Affirmative  Action 

Specialist  at  the  time  of  the  personnel  requisition  is 
approved,  the  review  and  distribution  of  utilization 
statistics  concerning  minorities  and  women  to  departmental 
hiring  personnel  and  assisting  divisions  with  questions 
concerning  interview  questions  and  procedures,  review  of 
the  selection. 

Hiring  officials  who  have  an  opportunity  to  improve  the 
diversity  of  their  workforce  and  fail  to  do  so,  will  be 
required  to  provide  a written  explanation  of  their  hiring 
decision  to  the  Human  Relations  Director  and  the 
Affirmative  Action  Specialist  for  review  and  approval. 

C.  Rule  34  Program: 

The  Rule  34  Program  is  the  City  and  County ’ s program  for 
the  exempt  employment  of  individuals  who  are  severely 
disabled.  The  Program  defines  an  alternative  process 
through  which  individuals  with  severe  disabilities  can 
join  the  City  and  County’s  permanent  workforce  without 
going  through  the  Civil  Service  examination  process. 

The  Rule  34  Program  began  in  1986.  Since  it's  inception, 
approximately  75  appointments  have  been  made. 

The  Port  has  been  a very  strong  supporter  of  the  Rule  34 
program  and  has  made  7 appointments  in  the  last  5 years. 

In  1990-91,  the  Port  hired  one  employee  through  this 
program . 

The  Rule  34  Program  will  continue  to  be  a part  of  the 
Port’s  Affirmative  Action  Program. 

3 . Education  and  Training 

In  our  efforts  to  increase  the  diversity  of  our  workforce 
it  is  vital  that  the  Port  as  a whole  work  towards  these 
ends. 

The  opportunities  for  employees  to  provide  input,  question 
procedures  and  help  direct  program  emphasis,  are  crucial 
to  the  development  and  success  of  any  long  term 
diversification  efforts. 

In  1991-1992,  the  Port  began  its  employee  education  by 
requiring  all  Port  employees  to  attend  a half  day  session 
on  Sexual  Harassment  Prevention. 

The  Port  will  continue  their  training  efforts  by  taking 
the  following  steps: 

A.  As  part  of  the  Port's  management  training  program 
meetings  with  division  heads  and  supervisors  will  be 
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conducted  annually  to  discuss  A. A.  issues-  Division  heads 
and  supervisors  will  be  surveyed  to  determine  specific 
training  needs. 

B.  Work  site  tours  with  the  Affirmative  Action  Specialist 
will  be  held  to  assist  division  heads  and  supervisors  in 
identifying  and  correcting  possible  affirmative  action 
problems  and  to  encourage  discussions  on  A. A.  and 
management  training  issues. 

C.  The  Port  will  develop  and  distribute  policies  and 
information  concerning:  slurs,  sexual  harassment,  illegal 
discrimination.  Aids,  HIV  infection,  ARC,  accommodation 
and  language  diversity. 

D.  A brown  bag  discussion  will  be  presented  for  all  Port 
employees  on  an  A. A.  issue:  Cultural  Values,  slurs, 
stereotyping  etc.  Brown  bag  discussions  will  be  scheduled 
to  help  facilitate  discussion  and  employee  education. 


4.  Affirmative  Action  Review 


The  Affirmative  Action  compliance  Review  will  be  conducted 
quarterly. 

5 . Americans  with  Disabilities  Act 

The  Affirmative  Action  Specialist  will  work  with  the  Civil 
Service  EEO  Unit  and  the  Port ' s ADA  Coordinator  in  the 
development  of  training,  policies  and  procedures 
concerning  the  ADA. 


THE  PORT  OF  SAN  FRANCISCO 
IS  AN  EQUAL  OPPORTUNITY  EMPLOYER 


No  person  shall  be  discriminated  against  with  regard  to 
recruitment,  selection,  appointment,  training,  promotion, 
retention,  discipline  or  other  aspects  of  employment  because  of 
race,  religion,  sex,  national  origin,  ethnicity,  age, 
disability,  political  affiliation,  sexual  orientation,  ancestry, 
color,  marital  status,  medical  condition,  or  Acquired  Immune 
Deficiency  Syndrome  (AIDS),  Human  Immunodeficiency  Virus  (HIV) 
and  AIDS  Related  Complex  ( ARC ) . 

It  is  our  intent,  by  developing  this  Affirmative  Action  Plan, 
that  by  taking  steps  to  insure  that  the  Port  does  not 
inadvertently,  hinder  the  employment  opportunities  of  it's 
employees  and  applicants,  we  increase  the  productivity,  skills, 
quality  and  effectiveness  of  our  workforce. 

The  successful  achievement  of  an  affirmative  action  program 
requires  the  cooperation  and  involvement  of  all  of  our 
employees.  It  is  our  policy  and  goal  to  provide  fair  and  equal 
employment  opportunities  to  all  applicants  and  employees  and 
with  the  efforts  of  management  and  staff  that  goal  will  be 
realized. 
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PORT  OF  OF  SAN  FRANCISCO 


( 


POLICY  ON  LANGUAGE  DIVERSITY 


The  San  Francisco  Port  Commission  finds  that  the  cultural 
and  racial  composition  of  the  City's  citizens  and  of  its 
workforce  has  changed.  Therefore,  it  is  desirable  to  promulgate 
a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English 
in  the  provision  of  public  service  and  the  employment  of 
individuals  whose  primary  language  is  not  English. 


The  San  Francisco  Port  Commission  reaffirms  its  equal 
employment  opportunity  policy  that  ensures  the  employment  of  an 
ethnically  and  culturally  diverse  workforce  wherein  individuals 
shall  enjoy  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 


The  Commission  recognizes  that  a workforce  that  speaks 
languages  other  than  English  enhances  the  services  provided  to 
the  City's  culturally  diverse  public  by  providing  efficient  an 
accessible  public  services  to  its  non-English  speaking 
communities . 


All  employees  of  the  Port  of  San  Francisco  are  advised  that 
an  employee's  use  of  a language  other  than  English  is  not  only 
an  asset  in  the  provision  of  public  services  but,  with  few 
exceptions,  is  a legally  protected  right. 
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POLICY  PROHIBITING  SEXUAL  HARASSMENT 


The  Port  of  San  Francisco  maintains  a strong  commitment  to  providing 
equal  employment  opportunities  to  all  employees  and  applicants.  In 
meeting  this  commitment  we  strive  to  maintain  a work  environment  free 
of  sexual  harassment  and  intimidation.  In  accordance  with  this 
policy,  sexual  harassment  of  Port  employees  and  applicants  by  Port 
officials  or  employees  is  prohibited. 

The  Port  prohibits  any  Port  official  or  employee,  male  or  female,  to 
harass  another  employee  or  applicant  by  making  unwelcome  advances  of 
a sexual  nature  a condition  of  employment  or  otherwise  creating  an 
intimidating,  hostile,  or  offensive  work  environment  by  such 
conduct.  It  is  also  a violation  of  this  policy  to  use  a worker's 
submission  to  or  rejection  of  sexual  advances  as  a factor  in 
employment  decisions  affecting  that  individual. 

An  intimidating,  hostile  or  offensive  working  environment  may  include 
such  actions  as  persistent  comments  concerning  a worker's  sexual 
preferences,  the  display  of  obscene  or  sexually  oriented  photographs, 
posters  or  drawings  or  touching  in  a sexually  suggestive  manner. 

Directors,  supervisors  or  other  Port  officials  who  fail  to  take 
corrective  action  when  they  are  aware  of,  or  reasonably  should  be 
aware  of  sexual  harassment  of  their  subordinates;  or,  retaliates 
against  an  employee  or  applicant  who  complains  of  harassment  or 
participates  in  an  investigation  of  sexual  harassment,  may  be  guilty 
of  sexual  harassment. 

Individuals  who  experience  sexual  harassment  should  promptly  report 
the  harassment  to  their  supervisor;  the  Pori's  Affirmative  Action 
Specialist:  274-0493;  or  the  Civil  Service  EEO  Unit:  554-4736. 

Complaints  of  sexual  harassment  will  be  thoroughly  investigated. 
Investigative  findings  will  be  made  based  on  a review  of  the  facts 
and  circumstances  of  each  situation.  Confidentiality  will  be 
maintained  to  the  maximum  extent  possible. 

Port  employees  and  officials  will  be  subject  to  severe  discipline,  up 
to  and  including  discharge,  for  any  act  of  sexual  harassment  they 
commit . 

The  Port  prohibits  any  form  of  retaliatory  action  against  any 
individual  for  pursuing  a sexual  harassment  complaint. 
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RULE  34 

f 

EXEMPT  EMPLOYMENT  OF  INDIVIDUALS  WHO  ARE  SEVERELY  DISABLED 
(RULE  ADOPTED  FEBRUARY  3,  1 986) 


Section  34.01  RULE  PRESCRIBED  - AUTHORITY  - PURPOSE 

A.  In  accordance  with  Charter  Section  8.300(a)(6),  the  Civil 
Service  Commission  does  prescribe  and  adopt  this  Rule  which  shall  have  the 
force  and  effect  of  law  to  Implement  the  Charter  provision  and  to  provide  an 
orderly  and  effective  process  for  the  exempt  employment  and  advancement  to 
permanent  civil  service  status  of  individuals  who  are  severely  disabled  under 
the  terms  and  conditions  authorized  by  the  Charter. 

B.  This  Rule  is  not  intended  to  preclude  or  in  any  way  inhibit 
the  employment  of  individuals  who  are  severely  disabled  through  the  regular 
examination  process  or  from  provisional  appointment  as  provided  elsewhere  in 
these  Rules. 

Section  34.02  DESIGNATED  POSITIONS 

A.  An  appointing  officer  or  authorized  representative  may 
identify  entry-level  positions  in  the  department  for  the  appoi ntment' of 
individuals  who  are  severely  disabled  and  thereupon  notify  the  General 
Manager,  Personnel  in  writing  of  the  positions  so  identified. 

B.  Such  positions  when  approved  by  the  General  Manager, 
Personnel  shall  he  designated  for  the  employment  of  Individuals  who  are 
severely  disabled  and  shall  hereinafter  be  known  as  a "designated  position." 

C.  With  the  approval  of  the  General  Manager,  Personnel,  (he 
appointing  officer  or  authorized  representative  may  rescind  such  designation 
at  any  time  prior  to  the  appointment  of  an  individual  pursuant  to  this  Rule. 
When  a designated  position  becomes  vacant,  the  appointing  officer  may  continue 
or  cancel  such  designation. 

Section  34.03  DEFINITION  AND  CERTIFICATION  OF  INDIVIDUALS  WHO  ARE  SEVERELY 

DISABLED 

A.  Persons  eligible  for  employment  in  designated  positions 
shall  be  subject  to  certification  by  either  the  State  of  California  Department 
of  Rehabilitation  or  Veterans  Administration  as  individuals  who  are  severely 
disabled  in  accordance  with  the  standards  and  criteria  established  by  the 
State  of  California  Department  of  Rehabilitation  for  such  purpose. 

B.  Such  standards  and  criteria  and  any  changes  thereto  used 
for  the  certification  of  individuals  who  are  severely  disabled  to  positions  in 
the  City  and  County  Service  are  subject  to  the  acceptance  and  approval  of  the 
General  Manager,  Personnel. 
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C.  A copy  of  the  standards  and  criteria  used  for  tyie 
certification  of  individuals  who  are  severely  disabled  shall  be  available  for 
public  Inspection  during  regular  business  hours  in  the  Commission  office. 

Section  34.04  APPRAISAL  OF  QUALIFICATIONS 

A.  All  candidates  for  designated  positions  shall  meet  the 
minimum  qualifications  applicable  to  the  class  and  shall  be  able  to  perform 
the  essential  functions  of  the  position  after  reasonable  accommodation  is  made 
for  the  dl sabi 1 ity. 

B.  The  General  Manager,  Personnel  shall  establish  procedures 
for  the  appraisal  of  the  qualifications  of  all  persons  certified  for 
employment  pursuant  to  this  Rule. 

C.  For  the  purpose  of  this  Rule,  the  provisions  of  the  last 
examination  announcement  or  the  class  specification,  whichever  is  more  recent, 
shall  guide  the  General  Manager,  Personnel  in  determining  minimum 

qual 1 fi cations . 


D.  The  General  Manager,  Personnel  may  administer  job-related 
tests  and/or  obtain  such  supplemental  information  as  is  deemed  appropriate  In 
order  to  appraise  the  qualifications  of  candidates  certified  for  consideration 
under  this  Rule. 

Section  34.05  REFERRAL  OF  THE  INDIVIDUAL  WHO  IS  SEVERELY  DISABLED  TO  THE 

DEPARTMENT 

A.  When  there  is  a vacant  requisition  for  a designated 
position,  the  General  Manager,  Personnel  will  refer  to  the  Department  for 
consideration  those  candidates  who  meet  the  specified  terms  and  conditions. 

B.  The  candidate  and  the  authorized  departmental 
representative  shall  each  advise  the  General  Manager,  Personnel  of  their 
assessment  of  the  position  under  consideration.  The  decision  by  the  candidate 
to  refuse  the  position  or  by  the  department  to  reject  a candidate  shall  be 
final  and  is  not  subject  to  appeal  except  as  provided  under  the 
anti-discrimination  provisions  of  Charter  Section  3.661(c)  and  these  Rules. 

Section  34.06  APPOINTMENT  AND  EVALUATION  PERIOD 

A.  A candidate  selected  for  appointment  under  this  Rule  shall 
be  a permanent  exempt  appointee  subject  to  the  one-year  Evaluation  Period 
prescr 1 bed  by  Charter . 

B.  The  provisions  found  elsewhere  In  these  Rules  governing  the 
extension  of  the  probationary  period  for  regular  civil  service  appointees 
shall  be  applicable  to  the  one-year  Evaluation  Period. 

C.  The  Evaluation  Period  Is  the  critical  phase  of  the 
selection  process  and  shall  be  used  as  a trial  period  in  order  to  determine 
the  ability  of  individuals  who  are  severely  disabled  to  perform  the  assigned 
duties  of  the  position  to  which  appointed. 
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Section  34.07  PERFORMANCE  APPRAISAL  DURING  EVALUATION  PERIOD 

In  accordance  with  existing  procedures  of  the  Performance 
Appraisal  System,  Performance  Appraisal  Reports  shall  be  wr 1 ttenr dur 1 ng  the 
Evaluation  Period  by  the  Immediate  supervisor  of  individuals  who  are  severely 
disabled  according  to  the  following  schedule:  • 

A.  At  the  end  of  the  first  (1st)  three  (3)  months; 

B.  At  the  end  of  the  sixth  (6th)  month  covering  the  fourth 
(4th)  through  the  sixth  (6th)  month;'  and, 

C.  At  the  end  of  the  eleventh  (11th)  month  covering  the 
seventh  (7th)  through  the  eleventh  (11th)  month. 

Section  34.08  TERMINATION  DURING  EVALUATION  PERIOD 

A.  Consistent  with  Charter  authority  governing  the  employment 
of  individuals  exempt  from  the  civil  servl ce( provl s Ions  thereof,  during  the 
Evaluation  Period,  Individuals  appointed  undeV  this  Rule  serve  at  the 
discretion  of  the  appointing  officer. 

B.  At  any  time  during  the  Evaluation  Period,  the  appointing 
officer  may  terminate  the  appointee  by  giving  written  notice  to  the  individual 
and  to  the  General  Manager,  Personnel  specifying  the  reasons  therefor.  The 
decision  of  the  appointing  officer  shall  be  final  and  Is  not  subject'to  appeal 
except  as  provided  under  the  anti -dl scrim! nation  provisions  of  Charter  Section 
3.661(c)  and  these  Rules. 

Section  34.09  ADVANCEMENT  TO  PERMANENT  CIVIL  SERVICE  STATUS 

A.  The  appointing  officer  shall,  in  accordance  with  procedures 
prescribed  by  the  General  Manager,  Personnel,  notify  the  General  Manager, 
Personnel  in  writing  of  the  completion  of  the  Evaluation  Period  and  shall 
certify  satisfactory  job  performance  during  the  Evaluation  Period  in  order  to 
advance  the  individual  who  is  severely  disabled  to  permanent  civil  service 

s ta  tus . 

B.  Upon  advancement  to  permanent  civil  service  status, 

appointees  shall  not  be  required  to  serve  a probationary  period  and  shall 
acquire  all  the  rights  of  a regular  civil  service  appointee  who  has  completed 
the  probationary  period.  -I 

Section  34.10  COMPUTATION  OF  SENIORITY  FOR  INDIVIDUALS  WHO  ARE  SEVERELY 

DISABLED 

Nothwl thstandlng  any  other  provisions  of  these  Rules: 

A.  Seniority  for  the  purpose  of  lay-off  shall  be  calculated 
from  the  date  an  Individual  who  Is  severely  disabled  began  to  work  in  an 
exempt  status  In  the  designated  position  In  a class  In  a department. 

B.  During  the  Evaluation  Period,  Individuals  appointed 
pursuant  to  this  Rule  shall  be  compared  with  and  ranked  for  retention  purposes 
the  same  as  probationary  civil  service  appoi'nt^es. 
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C.  Seniority  accrued  by  an  Individual  who  Is  severely  disabled 

In  a class  and  department  during  the  Evaluation  Period  shall  be  carried 
forward  upon  advancement  to  permanent  civil  service  status  In  the  same  class 
and  department.  ' 

D.  Seniority  In  the  event  of  a tie  shall  be  determined  by  the 
appointing  officer,  whose  decision  Is  final. 

Section  34.11  RESOLUTION  OF  DISPUTES 

A dispute  concerning  the  appl lcatlon,  Implementation  or 
Interpretation  of  this  Rule  shall  be  decided  by  the  General  Manager,  , 
Personnel,  subject  to  reconsideration  by  the  Commission  as  provided  elsewhere 
In  these  Rules. 


(Issued  2-7-86) 
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POLICY  REGARDING  PROHIBITING  THE  USE  OF  SLURS 
BY  PORT  OFFICIALS  AND  EMPLOYEES 


It  is  the  policy  of  the  Port  of  San  Francisco,  and  each  of 
its  officials,  employees  and  agents  acting  in  their  official 
capacity,  to  treat  all  persons  equally  and  respectfully,  and 
to  refrain  from  the  willful  or  negligent  use  of  slurs  against 
any  person  on  the  basis  of  RACE,  COLOR,  CREED,  NATIONAL 
ORIGIN,  ANCESTRY,  AGE,  SEX,  SEXUAL  ORIENTATION  OR  DISABILITY. 


A slur,  as  used  in  this  policy,  is  a word  or  combination  of 
words  that  by  its  very  utterance  inflicts  injury,  offers 
little  opportunity  for  response,  appeals  not  to  rational 
faculties,  or  is  an  unessential  or  gratuitous  part  of  any 
exposition  of  fact  or  opinion. 


All  persons  are  entitled  by  law  to  the  right  of  equal 
treatment  and  respect.  Slurs  deprive  members  of  the 
protected  groups  of  this  right  by  holding  them  up  to  public 
contempt,  ridicule,  shame,  and  disgrace  and  causing  them  to 
be  shunned,  avoided  or  injured  in  their  occupation.  By 
promoting  ill  will  and  rancor,  slurs  diminish  peace  and 
order. 


Complaints  concerning  the  use  of  slurs  should  be  promptly 
reported  to  the  Port's  Affirmative  Action  Specialist: 
274-0493. 


Port  employees  and  officials  will  be  subject  to  severe 
discipline,  up  to  and  including  discharge,  for  the  use  of 
such  slurs. 
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POLICY  STATEMENT  FRO  I IIIHT1N0  DISCRIMINATION  IN  EMPLOYMENT  ON  TIIK 
BASIS  OK  ACQUIRED  IMMUNE  DEFICIENCY  SYNDROME  (AIDS),  ACQUIRED 
IMMUNE  DEFICIENCY  SYNDROME  RELATED  COMPLEX  (ARC),  HUMAN 
IMMUNODEFICIENCY  VIRUS  INFECTION  (HIV  INFECTION)  OR  ANY  MEDICAL  SIONS 
OR  SYMP  TOMS  RELATED  THERETO. 


II  is  Uni  policy  of  the  City  and  County  of  San  Francisco  Civil  Service  Commission 
to  prohibit,  discrimination  in  the  compensation,  terms,  conditions  and  privileges  of 
employment  on  Hie  basis  that  any  employee  or  applicant  for  employment  with  Hie 
City  and  County; 

has,  is  perceived  as  having  or  has  a history  of  Imv  log  the  condil  ions  known  as 
Acquired  Immune  Deficiency  Syndrome  (AIDS),  Acquired  Immune  Deficiency 
Syndrome  Related  Complex  (ARC),  Human  Immunodeficiency  Virus  Infection 
(HIV  Infection)  or  any  medical  signs  or  symptoms  related  thereto. 

The  < * i v i I Service  Commission  finds  that  AIDS,  ARC  and  1 1 1 V infection  are  national 
and  local  health  concerns  not  confined  to  any  single  community,  the  effects  of 
which  cut  across  all  communities,  impacting  all  arenas  of  life,  Including  that  of  the 
employment  setting.  To  provide  assistance  to  City  departments  in  managing  this 
concern  in  the  employment  setting,  the  Commission  establishes  the  following 
policy  guidelines: 

1.  The  current  and  host  medical  evidence  is  that  AIDS,  ARC  and  HIV  Infect  inn  do 
not  pose  a ( hrc.iil  of  coni  ngion  or  trausmlssi  on  from  worker  to  cn  workers 
through  everyday  contact  common  in  the  work  environment  ; 

2.  AIDS,  ARC  and  HIV  Infection  are  life  threatening  illnesses,  which  may  he 
regarded  as  handicaps  under  prevailing  local,  state  and  federal  law.  Infection 
with  1 1 IV  is  protected  under  state  and  local  law.  Each  individual  responds 
different  ly  to  the  illness  in  terms  of  ability  to  work.  On  this  basis,  as  with  all 
ot  her  handicaps,  departments  are  required  to  make  reasonable 
accommodations  to  facilitate  the  ability  of  employees  with  AIDS,  ARC  or  HIV 
infection  to  continue  working  as  long  as  they  desire  and  are  aide  in  perform 
llii!  essential  functions  of  the  ]oh  with  accommodation; 
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Like  all  oilier  medical  informal  ion  and  records,  the  conditions  of  AIDS,  ARC 
or  I IIV  infection  in  an  employee  or  applicant  are  subject,  lo  privacy  protection 
and  all  employees  have  a right  to  the  confidentiality  of  medical  informat  ion. 
Department  ai  personnel  having  access  to  an  Individual's  medical  records  or 
those  having  knowledge'  of  a medical  condition  have  a duly  lo  preserve  the 
privacy  and  confidentiality  of  the  Information.  To  that  end,  if  Is  imperative 
I hat.  such  informal  ion  not.  he  shared  without  I he  express  and  prior  written 
permission  of  the  individual  having  the  condition; 

In  that  employees  with  AIDS,  ARC  or  I IIV  infection  do  not.  pose  a threat  of 
contagion  to  co-workers  through  everyday  work  place  contact,  the  refusal  by 
co-worker(s)  to  work  with  an  individual  having  or  perceived  to  have  AIDS, 

ARC  or  I IIV  infection- nan  be  considered  insubordination,  subject  to  due 
process  disciplinary  action  in  consideration  of  the  specific  facts  and 
circumstances  of  the  refusal.  Similarly,  members  of  the  public  with  AIDS, 

ARC  or*  HIV  infection  pose  no  threat  of  contagion  to  City  employees  providing 
common  public  services  and  the  refusal  of  any  City  employee  to  provide  public 
service  on  this  basis  can  he  grounds  for  disciplinary  action; 

Depart  meets  must  treat  AIDS,  ARC  and  HIV  infection  as  they  would  any  other 
life  I hreal caring  illness  and  must,  therefore  apply  and  comply  with  all  Civil 
Service  Commission  rules  which  govern  employee  health,  including  hut  nol 
limited  to  leaves  of  absence,  disability  transfers  and  medical  examinations. 
Under  no  circumstances  shall  an  employee  or  applicant  be  required  as  a 
condition  of  pre  employment  or  employment,  to  undergo  any  tests  lo  detent 
the  presence  of  the  II IV  aid. (body,  antigen  or  virus; 

employees  who  are  affected  by  any  life  threatening  illness  should  be  treated 
with  compassion  and  understanding.  Department  personnel  should  provide 
support,  and  encouragement  and  foster,  by  example,  an  attitude  of  sensitivity 
lo  I he  needs  of  chronically  ill  colleagues,  recognizing  I hat  continued 
employment  and  interaction  In  the  work  environment,  can  be  physically, 
menially  and  emotionally  beneficial.  Similiarly,  such  compassion  should  he 
shown  lo  employees  who  have  a family  member  or  significant  oilier  who  has 
AIDS,  ARC  or  HIV  infection; 

t liven  I he  fours  that  AIDS,  ARC  and  1 1 IV  Infect  Ion  often  Inspire,  the  most 
effective  way  lo  avoid  disruption  and  discrimination  In  the  work  place  Is  lo 
prepare  and  educate  all  employees.  In  fostering  a rational,  compassionate  and 
non  -dlscriminnl  ory  understanding  of  AIDS,  ARC  and  I IIV  infection  in  I he  work 
place,  departments  should  Implement  educational  programs.  These  programs 
should  he  based  on  the  best  available  medical  knowledge,  resources  for 
employee  support,  and  City  and  County  policies  and  rules  which  apply  lo  I he 
issues  of  AIDS,  ARC  and  1 1 1 V infection  in  the  work  place. 
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The  Civil  Service  Commission  promulgates  this  policy  In  order  to  provide  advice 
and  guidance  to  City  departments  in  managing  issues  related  Lo  AIDS,  ARC  and 
1 1 1 V infection  in  the  work  place,  thereby  preventing  discrimination  in  employment 
on  (his  basis.  While  departments  may  develop  their  own  policies  in  response  to  the 
specific  needs  of  their  employment  setting,  the  Civil  Service  Commission  advises 
I Iml  Ibis  and  any  specific  department  policies  must  comply  with  prevailing  local, 
stale  and  federal  law  which  recognizes  AIDS,  ARC  and  II IV  Infection  as  protected 


Under  I he  provisions  of  Civil  Service  Commission  ltule  I.03F,  applicants  or 
employees  of  the  City  and  County  of  San  Francisco  may  file  complaints  alleging 
discrimination  on  the  bases  of  AIDS,  ARC  and  1 1 IV  infection.  Information  on  how 
to  file  such  complaints  is  available  from  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit,  151  City  Hall,  554-4736. 

The  Civil  Service  Commission  designates  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit  as  the  Commission's  resource  to  which  departments 
should  direct  any  questions  or  requests  for  assistance  on  matters  addressed  in  Ibis 
policy. 


handicaps. 
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Like  all  oilier  medical  information  and  records,  I lie  conditions  of  AIDS,  ARC 
or  1 1 1 V infection  in  an  employee  or  applicant  are  subject  to  privacy  protection 
and  all  employees  have  a right,  to  the  confidentiality  of  medical  information. 
Departmental  personnel  having  access  to  an  individual's  medical  records  or 
those  having  knowledge  of  a medical  condition  have  a duly  to  preserve  the 
privacy  and  confidentiality  of  the  Information.  To  that  end,  If  is  imperative 
ilmt.  such  Information  not  he  shared  without  the  express  and  prior*  written 
permission  of  the  individual  having  the  condition; 

In  that  employees  with  AIDS,  ARC  or*  1 1 1 V infection  do  not.  pose  a threat,  of 
contagion  to  co-workers  through  everyday  work  place  contact,  the  refusal  hy 
co- worker(s)  to  work  with  an  individual  having  or  perceived  to  have  AIDS, 

ARC  or  1 1 IV  infection- can  he  considered  insubordination,  subject  to  due 
process  disciplinary  action  in  consideration  of  t he  specific  facts  and 
circumstances  of  the  refusal.  Similarly,  members  of  the  public  with  AIDS, 

ARC  or  HIV  infection  pose  no  threat  of  contagion  to  City  employees  providing 
common  public  services  and  the  refusal  of  any  City  employee  to  provide  public 
service  on  this  basis  can  be  grounds  for  disciplinary  action; 

Departments  must  treat  AIDS,  ARC  and  1 1 1 V infection  as  they  would  any  other 
life  threatening  illness  and  must,  therefore  apply  and  comply  with  all  Civil 
Service  Commission  rules  which  govern  employee  health,  including  hut  not 
limited  to  leaves  of  absence,  disability  transfers  and  medical  examinations. 
Under  no  circumstances  shall  an  employee  or  applicant  he  required  as  a 
condition  of  pre-employment,  or  employment,  to  undergo  any  tests  to  delect 
the  presence  of  the  1 1 1 V antibody,  antigen  or  virus; 

F.mployees  who  are  affected  hy  any  life  threatening  illness  should  he  treated 
witli  compassion  and  understanding.  Department,  personnel  should  provide 
support  and  encouragement  and  foster,  hy  example,  an  attitude  of  sensitivity 
to  the  needs  of  chronically  ill  colleagues,  rccognlvdng  that  continued 
employment  and  interaction  In  the  work  environment  can  he  physically, 
mentally  and  emotionally  beneficial.  Si  in  ilia  rly , such  compassion  should  he 
shown  to  employees  who  have  a family  member  or  significant,  oilier  who  has 
AIDS,  ARC  or  IllV  infection; 

til  Von  the  I'cnra  that  AIDS,  ARC  and  IllV  infection  often  Inspire,  the  most 
effective  way  to  avoid  disruption  and  discrimination  In  the  work  place  Is  to 
prepare  and  educate  all  employees.  In  fostering  a rational,  compusslonul e and 
non -discriminatory  understanding  of  AIDS,  ARC  and  IllV  infection  In  the  work 
place,  depart  meets  should  implement  educational  programs.  These  programs 
should  be  based  on  the  best  available  medical  knowledge,  resources  for 
employee  support  and  City  and  County  policies  and  rules  which  apply  to  the 
issues  of  AID.S,  ARC  and  IllV  infection  in  the  work  place. 


CIVIL  SERVICE  COMMISSION 

policy  PHOinmriNO  piscrimination 

ON  THIS  BASIS  OL*’  AIDS/ARC/HIV  INFECTION 


t 


The  Civil  Service  Commission  promulgates  this  policy  In  order  to  provide  advice 
ami  guidance  to  City  departments  in  managing  issues  related  to  AIDS,  ARC  and 
1 1 1 V infection  in  the  work  place,  thereby  preventing  discrimination  In  employment 
on  Ibis  basis.  While  departments  may  develop  their  own  policies  in  response  to  the 
specific  needs  of  their  employment  setting,  the  Civil  Service  Commission  advises 
that  this  and  any  specific  department  policies  moat  comply  with  prevailing  local, 
slate  and  federal  law  which  recognizes  AIDS,  ARC  and  II IV  Infection  as  protected 
handicaps. 

Under  the  provisions  of  Civil  Service  Commission  Rule  I.03F,  applicants  or 
employees  of  the  City  and  County  of  San  Francisco  may  file  complaints  alleging 
discrimination  on  the  bases  of  AIDS,  ARC  and  IIIV  infection.  Informal. inn  on  how 
to  file  such  complaints  is  av  ailohle  from  tl>e  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit,  1ST  City  Hall,  S54-473fi. 

The  Civil  Service  Commission  designates  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit  as  the  Commission's  resource  to  which  departments 
should  direct  any  questions  or  requests  for  assistance  on  matters  addressed  in  Ibis 
policy. 


May  2,  LOHll 


CIVIL  SERVICE  COMMISSION 
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PORT  OF  SAN  FRANCISCO 


HOW  TO  FILE  A DISCRIMINATION  COMPLAINT 


Port  employees  or  applicants  for  employment,  who  believe  themselves 
to  be  victims  of  unlawful  employment  discrimination  may  secure 
assistance  and  if  applicable,  file  a formal  charge  of  discrimination 
with  the  Port  Personnel  Manager. 


THE  REQUIREMENTS  FOR  FILING  A COMPLAINT  ARE  AS  FOLLOWS : 

( 1 ) That  the  complaining  party  is  a member  of  a protected 
group  or  class,  as  established  in  Civil  Service  Commission 
Rule  One,  Section  1.03  (f); 

(2)  That  the  complaint  has  an  alleged  discriminatory  basis; 

(3)  That  the  complaint  is  presented  within  thirty  (30) 
calendar  days  of  its  occurrence,  or  thirty  (30)  calendar 
days  from  when  the  complaining  party  knew  or  should  have 
known  of  the  alleged  discrimination. 


THE  PROCEDURES  FOR  FILING  A FORMAL  COMPLAINT  ARE  AS  FOLLOWS: 

( 1 ) A written  letter  from  the  complaining  party  must  be 
submitted  to  the  Personnel  Manager,  Port  of  San  Francisco, 
Ferry  Building,  San  Francisco,  CA  94111. 

(2)  The  letter  must  include  the  complainant's  name,  where 
employed,  present  classification,  the  basis  of  the  alleged 
discrimination  i.e.,  race,  sex,  ancestry,  age,  etc.  The 
specific  effects  of  the  alleged  discrimination  i.e., 
termination,  demotion,  denial  of  promotion,  harassment, 
etc . ; 

(3)  The  letter  must  include  the  date  or  the  most  recent  date 
on  which  the  alleged  discrimination  occurred; 

(4)  The  letter  must  contain  a narrative  addressing  the 
particulars  of  the  charge,  i.e.,  what  happened,  who  was 
present,  dates  of  various  incidents,  etc. 

(5)  Lastly,  the  letter  must  request  a specific  remedy  or 
action  to  correct  the  alleged  discrimination. 


Be  advised  that  the  written  letter  must  be  received  and  clocked  in  at 
the  Personnel  Office  no  later  than  thirty  (30)  calendar  days  of  the 
occurrence  of  the  alleged  discrimination. 
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DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 


Name  of  Department: 

Chief  Executive  of  Department: 
Affirmative  Action  Officer: 
Date  Adopted  or  Submitted: 


Public  Administrator-Public  Guardian 

Ricardo  Hernandez 

Ricardo  Hernandez 

March  25.  1992 


INTRODUCTION 


The  Public  Administrator-Public  Guardian  is  a state-mandated, 
county-operated  agency  created  to  provide  quality  probate 
services  to  the  citizens  of  San  Francisco.  This  office  is 
committed  to  an  EEO  Program  that  is  based  upon  the  principle  that 
all  persons  should  be  judged  on  the  basis  of  their  individual 
merit  and  ability  without  considering  factors  unrelated  to  job 
performance . 

During  recent  years,  it  has  become  more  clearly  understood  how 
employment  discrimination  may  occur  in  many  though  subtle  and 
unintended  ways.  Employment  statistics  show  that  prohibition  of 
overt  discriminatory  acts  and  provision  of  equal  treatment  will 
not  guarantee  equality  of  opportunity  in  employment. 

Positive  programs  of  affirmative  action  are  required  to  eliminate 
systemic  discrimination  and  make  equal  opportunity  a reality.  It 
is  our  intent  to  support  the  objectives  of  this  Affirmative 
Action  Program  and  a work  environment  without  discrimination. 


TO:  All  Public  Administrator-Public  Guardian 

Employees 

FROM:  Ricardo  Hernandez,  Public  Administrator- 

Public  Guardian 

RE:  Administrative  Bulletin  - 92-1: 

Equal  Employment  Opportunity  and  Affirmative 
Action  Policy 


The  Public  Administrator-Public  Guardian  is 
committed  to  Equal  Employment  Opportunity  and  a program 
of  Affirmative  Action. 

It  is  the  policy  of  this  department  to  afford 
equal  opportunity  in  employment  to  all  persons 
regardless  of  race,  ethnicity,  national  origin,  gender, 
sexual  orientation,  marital  status,  disability,  medical 
condition  (cancer-related),  AIDS/ARC/HIV  infection, 
age,  religion,  or  political  affiliation.  This  policy 
of  non-discrimination  shall  cover  all  employment 
divisions  of  the  department,  including:  recruitment, 

selection,  hiring,  promotion,  assignment,  benefits, 
compensation,  training,  transfer,  layoff,  discipline, 
and  termination. 

Furthermore,  the  department  maintains  a 
program  of  Affirmative  Action  to  remove  artificial 
barriers  that  have  operated  in  the  past  to  preclude 
employment  opportunity  for  members  of  certain  groups 
who  have  experienced  discriminatory  practices  against 
them. 


An  Affirmative  Action  Plan,  which  includes 
goals  and  timetables,  will  be  followed  in  order  to 
assist  the  department  in  insuring  the  utilization  of 
the  skills  and  talents  of  selected  classes,  where 
underutilization  exists. 

It  is  also  the  policy  of  this  department  to 
comply  with  federal,  state,  and  local  laws,  guidelines, 
and  requirements  which  govern  Equal  Employment 
Opportunity  and  Affirmative  Action. 

As  the  Chief  Executive  of  this  department,  I 
am  responsible  for  the  management  and  direction  of  the 
Affirmation  Action  Program,  which  reflects  ray  deep 
personal  commitment  to  Equal  Employment  Opportunity  and 
Affirmative  Action. 


Administrative  Bulletin  - 92-1 


Page  2 


All  employees  will  be  made  knowledgeable  of 
this  EEO/AA  policy.  It  shall  be  the  shared 
responsibility  of  all  employees  to  comply  with  the 
policy  and  promote  a positive,  non-discriminatory  work 
environment. 


ISSUED:  March  25.  1992 

Effective  until  further  notice. 


DESIGNATION  OF  RESPONSIBILITIES 


The  Public  Administrator /Guardian  will  have  overall 
responsibility  for  administration  of  the  affirmative  action 
activities.  In  the  absence  of  the  Public  Administrator/Public 
Guardian,  the  Assistant  Public  Administrator/Public  Guardian  will 
assume  that  responsibility.  The  Public  Administrator/Public 
Guardian  will: 

* develop,  communicate  and  enforce  an  equal  employment 
opportunity  and  affirmative  action  policy  and  other 
related  policies,  as  needed; 

* develop,  disseminate  and  oversee  implementation  of  the 
department's  affirmative  action  plan; 

* maintain  and  review  information  on  the  department's 
workforce  composition; 

* evaluate  supervisors  on  their  performance  with  respect 
to  equal  employment  and  affirmative  action 
responsibilities ; 

* periodically  report  to  the  Civil  Service  Commission  and 
Human  Rights  Commission  as  required;  and, 

* investigate  complaints  of  discrimination. 

Each  supervisor  will  make  a good  faith  effort  to  promote 
equal  employment  opportunity  with  all  employment  related 
decisions . 

It  shall  be  the  responsibility  of  all  employees  to  maintain 
a non-discriminatory  work  environment  in  their  day-to-day 
interactions  with  one  another. 


UTILIZATION  ANALYSIS 


I . Total  Department  Composition  and  Utilization 


By  Gender 
Male 
Female 


12 


67.6 


45.2% 


Race/Ethnicitv 

As  of  06/30/91 
Number  Percent 

Availabilitv 

Variance 
Ir  only! 

White 

12 

32.4 

Black 

6 

16.2 

9.9% 



Hispanic 

5 

13.5 

11.2% 



Asian 

10 

27.0 

15.3% 



Filipino 

4 

10.8 

5.4% 



Amer  Indian 

0 

0 

0.4% 

- 0.4% 

AA  Goal? 
Yes /No 


TOTAL 


37 


Affirmative  action  goals  are  needed  if  a)  total  number  of 
greater  than  20  or  occupational  category  is  "A"  Officials 
Administrators;  and  b)  variance  multiplied  by  total,  when 
"1"  or  greater. 


employment  is 
and 

rounded  off  is 


% 


II . Composition  and  Utilization  bv  Occupational  Category 
Category:  A.  Officials  and  Administrators 


As  of  06/30/91 
Number  Percent 


White 

1 

50% 

Black 

Hispanic 

1 

50% 

Asian 

Filipino 

Amer  Indian 

0 

0 

Bv  Gender 
Male 

1 

50% 

Female 

1 

50% 

TOTAL 

2 

Affirmative  action  goals  are 

needed 

Availability 


9.9% 


11.2% 


15.3% 


5.4% 


0.4% 


45.2% 


Variance 

.(-■.only) 


- 9.9% 

- 15.3% 

- 5.4% 

- 0.4% 


AA  Goal? 
Yes /No 


No 


No 


greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is 
"1"  or  greater. 

Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


1126  Public  Administrator-Public  Guardian  ( 1 ) 

1131  Assistant  Public  Administrator-Public  Guardian  fl) 


III.  ' Composition  and  Utilization  bv  Classification 

Use  a separate  form  for  each  classification  with  20  or  more  employments. 


Classification : 


N/A 


NARRATIVE  DISCUSSION  AND  REVIEW  OF 
PAST  YEAR'S  EEO/AA  PERFORMANCE 

The  Public  Administrator/Public  Guardian  has  no  areas  of 
under-utilization.  The  department  has  made  affirmative  action  a 
priority  and  will  continue  to  carefully  monitor  the  office  in  the 
areas  of  recruitment,  standards  and  employment  procedures,  and 
separation  practices.  We  will  continue  to  maintain  a workplace 
that  is  free  of  harassment. 


AFFIRMATIVE  ACTION  GOALS 

No  goals  are  necessary  because  given  the  total  departmental 
composition,  there  is  no  under-utilization. 

No  OCC  category  or  classification  have  more  than  20 
employments. 


AFFIRMATIVE  ACTION  PROGRAMS 

The  department  will  undertake  the  following  activities  in 
order  to  ensure  that  equal  employment  opportunity  is  afforded  to 
all: 


Policy  Dissemination:  The  EEO/AA  policy  and  other  related 

policies  will  be  posted  prominently  on  an  official  bulletin 
board.  The  Public  Administrator/Public  Guardian  will  communicate 
these  policies  to  current  employees  during  staff  meetings  and  to 
new  employees  during  employee  orientations. 

Recruitment : The  department  will  work  cooperatively  with 

the  Civil  Service  Commission  in  conducting  recruitments  for 
classifications  used  exclusively  by  the  Public 
Administrator/Public  Guardian,  including  making  efforts  to 
identify  prospective  target  applicants. 

Selection.  Hiring.  Promotions,  and  Training  Opportunities: 
The  Public  Administrator/Public  Guardian  will  assure  that  all 
staff  with  responsibility  for  making  personnel  related  decisions 
implement  the  department's  EEO/AA  policy  and  promote  equal 
employment  opportunity  in  all  aspects  of  employment.  Supervisory 
staff  will  be  evaluated  on  their  EEO  efforts  and  the  results  of 
those  efforts  in  their  performance  appraisals,  along  with  other 
job  related  criteria. 

Management  Development : Supervisory  staff  will  be 

encouraged  to  participate  in  management  training  programs  in  the 
areas  of  equal  employment  opportunity,  workforce  diversity, 
preventing  harassment,  etc. 


Complaints  Resolution:  The  Public  Administrator/Public 

Guardian  will  attempt  to  internally  resolve  any  complaints  of 
discrimination  raised  through  the  chain  of  command.  The  Public 
Administrator/Public  Guardian  is  responsible  for  responding  to 
charges  of  discrimination  filed  by  departmental  employees  with 
any  of  the  external  agencies  who  handle  employment  discrimination 
complaints,  including  the  Civil  Service  Commission's  EEO  Unit. 


AUDITING  AND  REPORTING 

The  department  will  review  and  maintain  workforce 
composition  data  as  a means  of  tracking  advancements  and 
identifying  needs  toward  its  goal  of  achieving  a diverse 
workforce  reflective  of  the  San  Francisco  labor  market.  The 
Public  Administrator/Public  Guardian  will  report  to  the  Mayor, 
Board  of  Supervisors,  Civil  Service  Commission,  and  Human  Rights 
Commission  on  affirmative  action  progress  as  required  by  the 
San  Francisco  Administrative  Code. 


DISSEMINATION 

All  employers  will  be  notified  of  the  adoption  of  the 
department's  affirmative  action  plan  and  receive  a copy  of  the 
plan. 


Copies  of  the  plan  will  be  forwarded  to  the  Chief 
Administrative  Officer,  Board  of  Supervisor,  Mayor's  Office, 

Civil  Service  Commission  and  Human  Rights  Commission.  The  Public 
Administrator/Public  Guardian's  affirmative  action  plan  will  be 
made  available  for  review  by  employee  organizations  and  the 
general  public  at  25  Van  Ness  Avenue,  Suite  200,  San  Francisco, 

CA  94102. 


ATTACHMENTS 


Policy  Regarding  the  Use  of  Slurs  (AB  89-3) 
Sexual  Harassment  Policy  (AB  89-6) 

Procedures  for  Filing  Discrimination  Complaints 


TO:  All  Public  Administrator-Public  Guardian 

Employees 

FROM:  Ricardo  Hernandez,  Public  Administrator- 

Public  Guardian 

RE : Administrative  Bulletin  - 89-3: 

Policy  Regarding  the  Use  of  Slurs 


It  is  the  policy  of  the  Public  Administrator-Public 
Guardian,  and  each  of  its  employees  acting  in  their  official 
capacity,  to  treat  all  persons  equally  and  respectfully,  and 
to  refrain  from  the  willful  or  negligent  use  of  slurs  against 
any  person  on  the  .basis  of  race,  color,  creed,  national  origin 
ancestry,  sex,  sexual  orientation,  or  disability.  A slur,  as 
used  in  this  policy,  is  a word  or  combination  of  words  that 
by  its  very  utterance  inflicts  injury,  offers  little  oppor- 
tunity for  response,  appeals  not  to  any  rational  faculties, 
or  is  an  unessential  or  gratuitous  part  of  any  exposition  of 
fact  or  opinion.  All  persons  are  entitled  by  law  to  the  right 
of  equal  treatment  and  respect.  Slurs  deprive  members  of  the 
protected  groups  of  this  right  by  holding  them  up  to  public 
contempt,  ridicule,  shame  and  disgrace  and  causing  them  to  be 
shunned,  avoided,  or  injured  in  their  occupation.  By  promoting 
ill  will  and  rancor,  slurs  diminish  peace  and  order. 

The  use  of  such  slurs  by  Public  Administrator-Public 
Guardian  officials  or  employees  will  be  considered  as  prima 
facie  evidence  of  the  lack  of  competence  of  said  official  or 
employee.  Evidence  of  usage  of  such  slurs  shall  be  entered 
in  job  performance  evaluations  and  shall  be  considered  in 
evaluating  the  fitness  of  City  employees. 


Issued:  March  31,  1989. 


Effective  until  further  notice. 


TO:  All  Public  Administrator-Public  Guardian 

Employees 

FROM:  Ricardo  Hernandez,  Public  Administrator- 

Public  Guardian 

RE : Administrative  Bulletin  - 89-6: 

Sexual  Harassment  Policy 


It  is  the  policy  of  the  Public  Administrator- 
Public  Guardian  that  sexual  harassment  of  a Public  Admin- 
istrator-Public Guardian  employee,  or  applicant  for 
employment,  is  prohibited. 

Any  Public  Administrator-Public  Guardian  employee, 
regardless  of  employment  status  or  position,  who  upon  a 
finding  of  having  engaged  in  sexual  harassment,  shall  be 
disciplined  in  a manner  consistent  with  the  violation. 

Disciplinary  action  imposed  by  the  Public  Admin- 
istrator-Public Guardian  is  not  limited,  or  restricted  by 
the  Sexual  Harassment  Ordinance,  and  may  include  discipline 
up  to  and  including  demotion  or  termination/dismissal. 

The  Public  Administrator-Public  Guardian  shall  not 
tolerate  nor  condone  behavior  by  any  of  its  employees  which 
constitutes  sexual  harassment. 

Attached,  as  further  information  for  all  employees 

are : 

1.  Civil  Service  Commission  Memorandum. 

2.  City  Administrative  Code  sections  relative 
to  this  policy. 

3.  Procedures  for  filing  discrimination 
complaints . 


Issued:  March  31,  1989. 

Effective  until  further  notice. 


City  and  County  of  San  Francisco 


Civil  Service  Commission 


i 

ATTACHMENT  # £ 
June  27,  1986 


MEMORANDUM 


TO:  All  Appointing  Officers 

Departmental  Personnel  Officers 

Employee  and  Employee  Organization  Representatives 

FROM:  John  J.  Walsh 

General  Manager,  Personnel 

SUBJECT:  AMEN0MEN1  OF  CHAPTER  16  OF  THE  SAN  FRANCISCO 

ADMINISTRATIVE  CODE  BY  AMENDING  SECTION  16.9-25  THEREOF, 
AND  ADDING  NEW  SECTIONS  16.9-25(d),  16.9-25(f), 

1 6.9-25(H) , AND  16.9-25(1)  THERETO,  RELATING  TO  SEXUAL 
HARASSMENT  OF  CTTY  EMPLOYEES. 

On  June  13,  1986,  the  Mayor  signed  into  law  the  attached 
amendment  to  Chapter  16,  Section  16.9-25  of  the  San  Francisco 
Administrative  Code. 

The  Sexual  Harassment  Ordinance  is  now  amended  to  include  the 
following: 

1.  the  definition  of  retaliation  is  clarified; 

2.  supervisory  employees  shall  inform  appointing  officers  of 
sexual  harassment  complaints  within  three  working  days  of 
receipt;  appointing  officers  shall  then  inform  the  Civil 
Service  EEO  Unit,  in  writing,  of  such  complaints,  within 
five  working  days;  The  Civil  Service  Commission  shall 
annually  report  to  the  Mayor  and  Board  of  Supervisors  the 
number  of  claims  filed,  the  number  of  claims  pending. 
Departments  in  which  claims  were  filed,  and  any  other 
necessary  information; 

3.  evidence  of  complaining  party's  sexual  conduct  offered  at 
a Hearing  on  a complaint  of  sexual  harassment  shall  be 
permitted  only  with  express  approval  of  the  Discrimination 
Complaint  Hearing  Panel  and  pursuant  to  the  Panel 
Procedures  ; 

4.  City  officials  or  employees  found  to  have  engaged  in 
sexual  harassment  shall  receive  disciplinary  action,  up  to 
and  including  demotion  or  termination; 

5.  statement  of  findings,  disciplinary  action  taken,  and  any 
final  determination  of  subsequent  acts  of  sexual 
harassment  shall  be  included  in  personnel  Hies  and 
performance  evaluations; 


6.  ‘any  adverse  actions  found  to  constitute  sexual  harassment, 
such  as  termination  or  transfer,  shall  be  set  aside  . , 

victims  of  sexual  harassment  will  be  provided  a make  whole 
remedy  when  a final  determination  is  made  that  sexual 
harassment  did  occur,  appointing  officers  will  Provide 
written  notice  of  compliance  with  the  ordinance,  to  the 
General  Manager,  Personnel; 

i each  appointing  officer  shall  require  supervisory 

personnel  to  instruct  employees  under  their  supervision  o 
Lite  contents  of  this  ordinance  and  the  Civil  bervice 
complaint  process;  each  appointing  officer  shall  adopt 
specific  departmental  policy  stating  that  sexual 
harassment  will  not  be  tolerated,  and  provide  for  an 
educational  training  program  for  its  supervisory  personnel, 

8.  a Department  Head's  power  or  author!  ty  to  discipline  an 
employee  found  guilty  or  responsible  for  sexual 
harassment,  is  not  limited  by  this  ordinance. 

This  Ordinance  continues  to  require  that  all  City  and  County 
commissions,  departments,  boards  and  agencies  ^ha  1 provide  to  each 
Of  their  supervisory  employees  a copy  of  this  ordinance  and  oi 
Civil  Service  procedures  for  filing  a complaint  for  violation 
thereof.  A copy  of  these  procedures  is  also  attached. 

The  Civil  Service  Commission  Equal  Employment  Opportunity  Unit 
is  available  to  provide  an  educational  training  program  in  the  area 
of  sexual  harassment,  questions  regarding  this  Ordinance  and/or  the 
availability  of  training  in  this  area  should  be  directed  to  Sylvi 
Jacobson.  Affirmative  Action  Coordinator.  Equal  Employment 
Opportunity  Unit,  at  558-2796. 
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ATTACHMENT  V % 


SAW  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-25.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES;  ESTABLISHING  A 
COMPLAIN!  PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS 
OF  SEXUAL  HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE 
PERSONS;  REQUIRING  THE  IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS 
SECTION;  REQUIRING  DISTRIBUTION  OF  THE  POLICY;  INTERPRE IAT ION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City 
official  or  employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees 
includes,  but  is  not  limited  to: 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement, 
gestures,  or  any  physical  interference  with  normal  work  or  movement; 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems, 
graffiti,  cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the 
foregoing  behavior  unreasonably  interferes  uith  work  performance,  creates 
an  intimidating,  hostile  or  offensive  working  environment,  influences  or 
affects  the  career,  salary,  working  conditions,  job,  or  other  aspects  of 
career  development  of  an  employee  or  prospective  employee,  or  is  an 
explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  Officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory 
employees  knou,  or  reasonably  should  know,  that  an  employee  in  the  line 
of  supervision  of  the  officials  or  supervisory  employees  is  being 
subjected  to  prohibited  sexual  harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who 
complained  of  sexual  harassment,  or  who  testified  on  behalf  of  one  who 
made  a complaint,  or  who  assisted  or  participated  in  any  manner  on  behalf 
of  a complaintant  in  an  investigation,  proceeding  or  hearing  conducted 
under  this  section. 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall 

inform  the  Department  head  of  such  complaint  within  three  working  days.  Upon  receipt  of 
such  information  the  Department  head  shall  inform,  in  writing,  the  Equal  Employment 
Opportunity  Unit  of  Civil  Service  within  five  working  days.  The  Civil  Service  Commission 
shall  annually  report  to  the  Board  of  Supervisors  and  the  Mayor  the  number  of  claims 
filed,  the  number  of  claims  pending,  the  departments  in  which  claims  have  been  filed  and 
such  other  information  the  Comnission  determines  necessary  regarding  problems  in 
enforcement  under  this  section.  , 


(e)  The  discrimination  complaint  procedure  established  by  the  Civil  Service 
Commission  pursuant  to  Section  3.661(c)  of  the  Charter  shall  be  used  to  review  an 

- r: 

Service  Conmission  procedures  shall  be  final  ana 
employee  and  appointing  officer. 

m ""r'n.  any  hearing  on  . ^int^^sexna,  =nt.  "^nt 

S’bTSSlW  -1^  P-vider!  in  the  Civi,  Service  emission  Hearing  Procedures 
and  with  the  express  approval  of  the  Civil  Serv.ce  Hearing  Panel. 

(g)  upon  a finding  that  a City  official  or  enployee  has  engaged  in  prohibited 

sexual  harassment  as  defined  herein  against  a City  employee  or  applicant  for  employment, 
the  City  official  or  employee  shall  receive  disciplinary  action  up  to  and  including 

demotion  or  dismissal  in  accordance  pith  the  applicable  provisions  in  the  char  Ur.  A 

statement  of  those  findings,  of  the  disciplinary  action  taken,  and  of  any  fina 

determination  of  subsequent  acts  of  sexual  harassment  shall  be  made  a part  of  the 

^“  personnel  fUe  and  shall  be  included  in  the  employee's  performance  evaluation. 

(h)  Whenever  a final  determination  is  made  that  an  action  taken  against  a city 

e^oyee  such  as  but  not  limited  to,  a reassignment,  transfer,  termination,  disc  plin  ry 
'S’ion  or  demotion,  constitutes  sexual  harassment,  the  responsible  appointing  officer  n 
the  subject  department  shall  set  aside  that  action  and  provide  a make-whole  remedy  to 
complainant  including  but  not  limited  to  reinstatement  of  all  bCncf ' ' Hccur  the 

back  pay  After  a final  determination  is  made  that  sexual  harassment  did  occur,  the 
appointing  officer  in  the  subject  department  shall  provide  written  notification 
compliance  with  the  requirements  of  this  section  to  the  General  anager, 

(i)  Prevention  is  the  best  tool  for  the  elimination  of  *e*“a^*”*S”n‘;chAi} 

City  and  County  commissions,  departments,  boards  and  agencies  s a £ . f the 

their  supervisory  employees  a copy  of  this  ordinance  with  a written  explanation  of  he 
Civil  Service  procedure  for  filing  a complaint  for  violation  thereof  Each  *PP°’nting 

e hall  require  his  or  her  supervisory  personnel  to  instruct  all  employees  under 

u r ision  of  the  contents  of  this  ordinance  and  of  the  ^Uil  Serwic.  pr«ce dur., 
for  filing  a complaint  for  violation  thereof,  and  shall  adopt  a speci  ic  depar^en  al 
policy  delineating  that  sexual  harassment  will  not  be  tolerated  and  sha  prov  e 
Cre  for  Us  supervisory  personnel  a training  program  designed  to  educate  and  thereby 

prevent  sexual  harassment. 

(j)  This  policy  shall  be  construed  in  a manner  consistent  with  the  right  of  free 
speech,  association  and  privacy. 

(k)  Iho  offices  of  the  Human  Rights  Conmission  and  the  Conmission  on  the  Status 
of  Wcxncn  shall  be  available  to  provide  assistance  upon  request  to  any  employee,  applicant 
for  employment,  or  city  department  whenever  appropriate. 


(1)  Nothing  in  this  section 
to  discipline  a depart -tent  employee 
retaliation. 


is  intended  to  limit  the  pouer  of  a Department  Head 
found  guilty  or  responsible  for  sexual  harassment  or 
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CITY  ANO  COUNTY  OF  SAN  FRANCISCO  CIVIL  SERVICE  COMMISSION 

MOW  TO  FILE  A DISCRIMINATION  COMPLAINT 


Equal  Employment  Opportunity  Unit  - Role  and  Purpose 

The  Equal  Employment  Opportunity  (EEO)  Unit  of  the  Civil  Servlet 
Commission  Investigates,  complaints  of  discrimination  filed  by  City 
and  County  employees  or  applicants  for  employment.  The  authority  to 
Investigate  such  complaints  stems  from  Section  3.661(c)  of  the  San 
Francisco  Charter  and  Section  1.03F  of  the  Civil  Service  Rules. 

The  Investigative  role  of  the  EEO  Unit  Is  that  of  an  objective 
third  party,  representing  neither  the  complainant  (employee),  nor 
the  respondent  (department). 

Complaint  Process 

Basis : 

Discrimination  complaints  submitted  for  Investigation  must  be 
based  on  one  or  more  of  the  following:  RACE,  RELIGION,  SEX, 
NATIONAL  ORIGIN,  ETHNICITY,  AGE,  PHYSICAL  HANDICAP,  POLITICAL 
AFFILIATION,  SEXUAL  ORIENTATION,  ANCESTRY,  MARITAL  STATUS,  COLO*  ' 
or  MEDICAL  CONDITION  (cancer-related). 

Actions  complained  of  may  Include  the  following:  DENIAL  OF 
EMPLOYMENT,  TRAINING,  PROMOTION  OR  REASONABLE  ACCOMMODATION; 
TERMINATION,  LAY-OFF  or  CONSTRUCTIVE  DISCHARGE,  DEMOTION, 
DISCIPLINARY  ACTION,  HARASSMENT,  WORK  ASSIGNMENT(S) , SEXUAL 
HARASSMENT. 

Other  Issues,  such  as  a disagreement  regarding  Department  rules 
or  regulations  affecting  working  conditions,  may  be  subject  to 
review  through  the  Employee  Grievance  procedure. 

Filing: 

A letter  specifying  In  detail  the  basis  of  discrimination  and 
the  discriminatory  action  taken  must  be  sent  to: 

Mr.  John  Walsh 
General  Manager,  Personnel 
City  Hall,  Room  153 
San  Francisco,  CA  94102 

Ideally,  the  letter  of  complaint  should  Include  the  following 
Information: 

1.  Name,  address  and  daytime  phone  number. 

2.  The  basis  for  complaint:  l.e.  race,  religion,  etc. 

3.  The  discriminatory  action:  l.e.,  denial  of  employment, 
training,  promotion  or  reasonable  accommodation; 
termination;  etc. 

4.  The  date(s)  the  actlon(s)  In  question  took  place. 

5.  The  City  and  County  department  and  work  unit  accused  of 
discrimination. 

6.  The  names  and  classifications  of  the  Individuals  accused  of 
discrimination. 

7.  The  names,  classifications  and  daytime  phone ‘numbers  of  any 
witnesses  to  the  alleged  discriminatory  action. 

B.  A detailed  explanation  of  the  sequence  of  events  which  you 
believe  to  be  discriminatory. 

n Thn  artlon  you  are  seeking  In  order  to  correct  the 


If  yodere  a'  current  City  and  County  employee,  please  also  •, 
Include  your  current  Civil  Service  classification  and  status, 
the  department  where  you  are  employed,  and  the  length  of  time 
you  have  been  employed  with  the  City  and  County  of  San  Francisco. 

Filing  Deadline: 

Letters  of  complaint  must  be  filed  within  30  calendar  days  of 
the  da.te  the  di scrlmlnatory  action  took  place,  or  within  30 
calendar  days  of  the  date  the  employee  should  have  first  become 
aware  df  the  violation.  -Therefore,  time  Is  an  Important  factor 
when  fllinga  complaint  with  the  Civil  Service  Commission. 

Investigation: 

Upon  review  of  the-  letter  of  complaint  by  the  General  Manager, 
the  complaint  will  be  referred  to  the  EEO  Unit  for 
Investigation.  The  complaint  will  be  assigned  to  an 
investigator.  The  investigator  will  then  contact  the  person 
filing  the  complaint,  either  by  mail  or  phone,  to  schedule  an 
intake  interview.  Intake  interviews  afford  the  investigator  an 
opportunity  to  clarify  the  issues  involved  and  also  allow  the 
person,  fi 1 ing  the  complaint  an  opportunity  to  present  the 
complaint  In  more  detail. 

The  Investigation  includes  reviewing  and  obtaining  copies  of 
relevant  documents  such  as  personnel  files,  attendance  reports 
and  performance  evaluations,  interviewing  co-workers  and 
supervisors,  and  other  actions  considered  necessary  In  order  to 
obtiin. relevant  Information. 

It  Is  Important  to  remember  that  the  individual  who  brings  forth 
the  complaint  Is  responsible  for  substantiating  the  charges. 
Therefore,  It  Is  necessary  to  cooperate  with  the  investigator  by 
providing  any  written  material,  names  of  individuals  to 
interview,  or  any  other  information  which  would  assist  the 
investigation . 

During  the  intake  interview,  the  entire  complaint  process  will 
be  explained  In  more  detail  by  the  assigned  investigator.  Any 
questions  regarding  the  process  can  be  asked  during  the  Intake 
interview. 


Civil  Service  Rule  1.03(f)  Discrimination  Complaints  available  in 
City  Hall , Room  153. 


AAP  6.1  : 'Budgeted  Positions 
for  ...  ; 

Dept  OCC  Class 


January  28,  1992 


Class  Title 


. AAP  - 
Bench:  - 


Total' 

Count 


79 

PUBLIC  ADMINISTRATOR  GUARDIAN 

79 

A 

OFFICIALS  & ADMINISTRATORS 

79 

A 

1126  PUBLIC  ADMINISTRATOR 

0101 

1 

79 

A 

1131  ASST  PUB  ADMINISTRATOR,  PUBLIC  GUARDIAN. 

0102 

1 

79 

A 

OFFICIALS  & ADMINISTRATORS  subtotal: 

2 

79 

B 

PROFESSIONALS 

79 

B 

1650  ACCOUNTANT : 

0204 

3 

79 

B 

1652  SENIOR  ACCOUNTANT 

0205 

3 

79 

B 

2910  SOCIAL  WORKER 

0228 

3 

79 

B 

4230  ESTATE  INVESTIGATOR 

0243 

4 

79 

B 

4231  SENIOR  ESTATE  INVESTIGATOR 

0243 

3 

79 

B 

8178  SENIOR  ATTORNEY  - CIVIL  AND  CRIMINAL.... 

0282 

3 

79 

B 

8186  ATTORNEY  FOR  THE  PUBLIC  ADMINISTRATOR... 

0282 

1 

79 

B 

PROFESSIONALS  subtotal: 

20 

79 

C 

TECHNICIANS 

79 

C 

2905  SENIOR  ELIGIBILITY  WORKER 

0312 

3 

79 

C 

TECHNICIANS  subtotal: 

3 

79 

E 

PARAPROFESSIONALS 

79 

E 

2587  HEALTH  WORKER  III 

0504 

1 

79 

E 

PARAPROFESSIONALS  subtotal : 

1 

79 

F 

OFFICE  / CLERICAL 

79 

F 

1424  CLERK  TYPIST 

0615 

3 

79 

F 

1426  SENIOR  CLERK  TYPIST 

0616 

3 

79 

F 

1458  LEGAL  SECRETARY  I 

0624 

4 

79 

F 

1630  ACCOUNT  CLERK 

0629 

1 

79 

F 

1 632  SENIOR  ACCOUNT  CLERK 

0630 

2 

79 

F 

OFFICE  / CLERICAL  subtotal: 

13 

79 

PUBLIC  ADMINISTRATOR  GUARDIAN  subtotal : 

39 

Page  Number:  107 


DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 


NAME  OF  DEPARTMENT: 

Public  Defender's  Office 

CHIEF  EXECUTIVE  OF  DEPARTMENT: 

Jeff  Brown 

AFFIRMATIVE  ACTION  OFFICER: 

Jeff  Brown 

DATE  ADOPTED  OR  SUBMITTED: 

March  23,  1992 

INTRODUCTION 


Give  a short,  narrative  description  of  the  department,  its  authority, 
functions,  and  structure.  Include  other  important  facts  related  to 
employment  such  as  consent  decrees  or  court  orders,  exempt  appointments, 
remote  work  locations,  seasonal  employment,  etc. 


The  Public  Defender  is  required  by  Charter  and  state  law 
to  represent  defendants  accused  of  crimes  without  money  for 
their  own  counsel.  The  office  also  represents  juveniles  in 
criminal  matters,  parents  in  dependency  cases,  and  the  mentally 
ill  in  conservatorship  proceedings. 

It  is  an  office  of  71  authorized  attorneys  and  some  30 
support  personnel.  It  is  divided  into  administrative  sections: 
felony,  misdemeanor,  juvenile,  mental  health,  investigative, 
and  administrative  divisions.  The  attorneys  are  exempt  employees, 
as  is  the  Executive  Assistant  to  the  Public  Defender.  All  other 
employees  are  civil  service. 


EQUAL  EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY  STATEMENT 


Statement  by  the  department  head,  department's  commission  or  board 
president,  or  other  chief  executive  communicating  the  department's  and  the 
chief  executive's  personal  commitment  to  equal  employment  opportunity  and 
affirmative  action.  Statement  must  enumerate  all  protected  groups  covered 
by  equal  employment  opportunity,  all  employment  practices  under  the 
authority  of  the  department,  and  applicable  laws,  policies,  and 
regulations.  Statement  is  signed  by  executive. 

It  is  the  policy  of  the  San  Francisco  Public  Defender's 
Office  to  prohibit  the  discrimination  against  any  person  because 
of  race,  national  origin,  religion,  sex,  age,  handicap, 

political  affiliation,  or  sexual  orientation.  This  prohibition 
is  particularly  applicable  to  employment  of  persons  in  the  office, 
as  well  as  their  treatment  while  in  that  employment. 

The  policy  of  this  office  is  to  encourage  the  widest  and 
most  diverse  participation  of  people  of  all  backgrounds  in  the 
personnel  force  of  the  office.  The  office  leadership  is  mindful 
of  two  critical  facts:  (1)  For  many  years,  San  Francisco  city 
employment  was,  in  the  main,  closed  to  people  of  minority  back- 
grounds; (2)  Given  the  sensitive  role  of  the  office  in  the 
community,  it  is  essential  to  have  staff  drawn  from  all  sections 
of  the  population.  Therefore,  the  Office  of  the  Public  Defender 
has  endeavored  to  recruit  minorities  (including  sexual  minorities) 
and  women  at  all  levels  of  employment. 

The  Office  of  the  Public  Defender  also  is  aware  of  the  ever- 
increasing  demands  of  its  clientel  for  language  services.  The 
office  has  and  will  continue  to  recruit  attorneys  with  bilingual 
skills . 

All  employees  of  the  Office  of  the  Public  Defender  are 
covered  by  this  policy  and  governed  by  the  applicable  federal, 
state,  and  local  laws. 


Jeff  Brown 


March  23,  1992 


Signature  of  Department  Executive 


Date 


DESIGNATION  OF  RESPONSIBILITIES 


Identify  each  department  manager,  supervisor,  or  employee  who  will  have 
responsibility  for  administration  of  various  elements  of  the  affirmative 
action  program.  Include  department  head,  all  managers  and  supervisors,  the 
human  resource  manager,  the  affirmative  action  officer,  training  officer, 
each  employee.  Describe  each  identified  person's  responsibilities  with 
respect  to  the  affirmative  action  plan. 


All  supervisors  have  the  responsibility  of  carrying  out 
the  Equal  Opportunity  and  Affirmative  Action  Policy  herein.  All 
employees  are  required  to  act  in  furtherance  of  it. 

The  supervisors  would  include: 

(1)  Jeff  Brown,  Public  Defender 

(2)  Peter  G.  Keane,  Chief  Attorney 

(3)  Sharon  Christensen,  Executive  Assistant 

(4)  Grace  L.  Suarez,  Head  of  Research 

(5)  Robert  Berman  and  Daro  Inouye,  Heads  of  the 
Felony  Division 

(6)  Ron  Albers  and  Robin  Levine,  Heads  of  the 
Misdemeanor  Division 

(7)  Joseph  Spaeth,  Head  of  Juvenile 

( 8 ) Robert  Evans , Head  of  Investigation 

Since  all  supervisors  participate  in  screening  applicants, 
the  goals  set  forth  herein  are  pertinent.  In  their  individual 
work  assignments  and  oversight,  the  policy  relative  to  treatment 
of  employees  is  applicable. 

The  Public  Defender  is  ultimately  responsible  for  hiring, 
and  it  is  therefore  his  responsibility  to  prohibit  discrimination, 
encourage  diverse  personnel  representation,  and  insure  fair 
treatment  for  all  members  of  the  staff. 

All  members  of  the  staff  are  aware  of  the  office  commitment 
to  affirmative  action,  and  they  will  be  made  aware  of  this  one. 


UTILIZATION  ANALYSIS 


The  Utilization  Analysis  is  a comparison  of  the  department's  workforce  to 
the  available  labor  market. 

The  department's  workforce  composition  has  been  prepared  by  the  Civil 
Service  Commission's  EEO  and  MIS  Units  with  department  totals,  totals  by 
occupational  groupings,  and  by  classification.  Except  in  some  special 
situations,  availability  is  based  on  the  general,  available,  civilian  labor 
market  of  San  Francisco  reported  in  the  1980  U.S.  Census.  (1990  labor 
market  data  has  not  been  released  by  the  U.S.  Census  at  this  time.) 

Complete  the  following  tables  using  CSC  data  for  6/30/91. 

I.  Total  Department  Composition  and  Utilization:  to  be  completed  by  all 

departments.  Also  complete  this  form  by  division  for  large  departments  with 
identifiable  divisions,  bureaus,  or  units  of  51  or  more  employees.  For 
example,  the  Civil  Service  Commission,  with  about  100  employees,  would 
report  as  a department;  whereas  the  Public  Utilities  Commission,  with  over 
5000  employees,  would  report  at  the  department,  division,  bureau,  and 
possibly  unit  level s . 

II.  Composition  and  Utilization  by  Occupational  Category:  Departments  with 

51  or  more  employees  are  to  report  by  occupational  categories.  Departments 
or  divisions  with  50  or  fewer  employees  must  also  complete  forms  for 
categories  which  include  20  or  more  persons.  For  example,  the  Civil  Service 
Commission  would  report  all  occupational  categories.  The  Human  Rights 
Commission  has  fewer  than  50  employees,  but  over  20  employees  in  the 
Professional  category;  this  category  would  be  reported. 

III.  Composition  and  Utilization  by  Classification:  to  be  completed  by 

departments  or  divisions  when  20  or  more  employees  are  reported  in  a class. 
For  example,  the  Civil  Service  Commission  would  report  class  1242  Personnel 
Analyst  because  there  are  more  than  20  employees  in  this  class.  No  other 
classes  need  be  reported. 


I.  Total  Department/Division  Composition  and  Utilization 
Use  a separate  form  for  department  and  each  division. 

If  by  Pi vi sion,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai labi 1 i ty 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

53 

(52.5%) 

Black 

16 

(15.8%) 

9.9% 

No 

Hi spani  c 

12 

(11.8%) 

1 1 . 2% 

No 

Asian 

11 

(10.9%) 

15.3% 

-4.4% 

Yes  (4 

Filipino 

9 

(8.9%) 

5 . 4% 

No 

Amer  Indian 

0 

(0%) 

0 . 4% 

-0.4% 

No 

By  Gender 

Male 

44 

(43.6%) 

Female 

57 

(56.4%) 

45.2% 

No 

Total 101 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 

Category:  a.  Officials  & Administrators 

If  by  divi  sion,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

1 

(100%) 

Black 

0 

(0%) 

3.2% 

-3.2% 

No  (.03) 

Hi spani c 

0 

(0%) 

2.8% 

-2.8% 

No 

Asian 

0 

(0%) 

2.6% 

-2.6% 

No 

Fi  1 ipino 

n 

( na ) 

0.9% 

-0.9% 

No 

Amer  Indian 

0 

(0%) 

0.2% 

-0.2% 

No 

By  Gender 

Male 

1 

(100%) 

Female 

0 

(0%) 

20.8% 

-20.8% 

No  (.20) 

Total 

1 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

8193  Chief  Attorney  I (Civil  & Criminal) 


II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  B.  Professionals  - (Non-attorneys) 

If  by  d i v i sion,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  onl y) 

AA  Goal? 
Yes /No 

White 

7 

(46.7%) 

Black 

4 

(26.7%) 

9.9% 

No 

Hi spani c 

3 

(20%) 

11.2% 

No 

Asian 

0 

(0%) 

15.3% 

-15.3% 

Yes  (2.3) 

Fi 1 ipi no 

1 

(6.7%) 

5.4% 

No 

Amer  Indian 

0 

(0%) 

0.4% 

- 0.4% 

No  (.06) 

By  Gender 

Male 

7 

(46.7%) 

Female 

8 

(53.3%) 

45.2% 

No 

Total 

15 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


1650 

Accountant  ( 1 ) 

2940 

Child  Welfare  Worker  (1) 

8142 

Public  Defender  Investigator  (11) 

8143 

Senior  Public  Defender  Investigator  (1) 

8446 

Court  Alternative  Specialist  I ( 1 ) 

II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  B . Professionals  (Attorneys) 


If  by  di vi sion,  identify: 


By  Race/Ethnicity 

As  of  6/30/91 
Number  Percent 

Avai 1 abi 1 i tv 

Vari ance 
(-  only) 

AA  Goal? 
Yes/No 

White 

39 

(61%) 

Black 

8 

(12.5%) 

3.2% 

No 

Hi spani  c 

6 

(9.4%) 

2.8% 

No 

Asian 

7 

(10.9%) 

2.6% 

No 

Fi 1 i Di no 

4 

(6.3%) 

0.9% 

No 

Amer  Indian 

0 

(0%) 

0.2% 

-0.2% 

No  (.12) 

Bv  Gender 

Male 

34 

(53.1%) 

Female 

30 

(46.9%) 

20.8% 

No 

Total 

64 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


8174  Attorney  - Civil  & Criminal  (11) 


8176 

Trial  Attorney  (16) 

8178 

Senior  Attorney  (14) 

8180 

Principal  Attorney  (14) 

8182 

Head  Attorney  ( 9 ) 

II.  Composition  and  Utilization  bv  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  E . Para-Professionals 


If  bv  divi sion,  identify: 

Bv  Race/Ethnicity 

As  of  6/30/91 
Number  Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes /No 

White 

1 

(100%) 

Black 

0 

(0%) 

9.9% 

-9.9% 

No 

Hi spani c 

0 

( 0% ) 

11.2% 

-11.2% 

No  ( . 

Asian 

0 

(0%) 

15.3% 

-15.3% 

No 

Fi 1 i oi no 

0 

(0%) 

5.4% 

-5.4% 

No 

Amer  Indian 

0 

(0%) 

0.4% 

-0.4% 

No 

Bv  Gender 

Male 

0 

(0%) 

Female 

1 

(100%) 

45.2% 

No 

Total 1 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identic  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


8173  Legal  Assistant  (1) 


II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  f.  Office/Clerk  


If  bv  di vi sion,  identify: 


By 

Race/Ethnicity 

As  of  6/30/91 
Number  Percent 

Variance 
Avai 1 abi 1 i tv  (-  onl y) 

AA  Goal 
Yes/No 

Whi  te 

3 

(16.7%) 

Black 

4 

(22.2%) 

9.9% 

No 

Hi sDani c 

3 

(16.7%) 

11.2% 

No 

Asian 

4 

(22.2%) 

15.3% 

No 

Fi 1 i Di no 

4 

(22.2%) 

5.4% 

No 

Amer  Indian 

0 

(0%) 

0.4% 

No 

Bv 

Gender 

Male 

1 

Female 

17 

(94.4%) 

45.2% 

No 

Total 18 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identic  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


1402 

Junior  Clerk  ( 1 ) 

1424 

Clerk  Typist  (1) 

1426 

Senior  Clerk  Typist  (2) 

1458 

Legal  Secretary  I ( 2 ) 

1708 

Senior  Telephone  Operator  ( 2 ) 

8106 

Legal  Process  Clerk  (8) 

8108  Senior  Legal  Process  Clerk  (1) 


II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  X.  Elected/Exempt 


If  bv  di vi sion,  identify: 


As  of 

6/30/91 

Variance 

AA  Goal 

Bv  Race/Ethnicity 

Number 

Percent 

Avai 1 abi 1 i ty 

(-  only) 

Yes/No 

White 

2 

(100%) 

Black 

0 

(0%) 

9.9% 

-9.9% 

No 

Hi sDani c 

0 

(0%) 

11.2% 

-11.2% 

No 

Asian 

0 

(0%) 

15.3% 

-15.3% 

no  ( .; 

Fi 1 i Di no 

0 

(0%) 

5.4% 

-5.4% 

No 

Amer  Indian 

0 

(0%) 

0.4% 

-0.4% 

No 

Bv  Gender 

Male 

1 

(50%) 

Female 

1 

(50%) 

45.2% 

No 

Total 2 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identic  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

1512  Confidential  Secretary  and  Exec.  Asst,  to  Pub.  Defender  (1 ) 


8196  Public  Defender  (1) 


NARRATIVE  DISCUSSION  AND  REVIEW  OF  PAST  YEAR'S  EEO/AA  PERFORMANCE 


Discuss  the  department's  utilization  analysis  and  areas  of 
underutilization.  Identify  possible  reasons  for  occupational  categories  or 
classes  that  have  fewer  minorities  or  women  than  are  available  in  the  labor 
marker.  Also  discuss  the  department's  efforts  to  address  these  areas. 

Describe  department's  efforts  and  achievements  in  the  past  year  which 
address  affirmative  action  goals.  Identify  actions  which  were  successful  as 
well  as  those  that  were  not  and  discuss  what  department  learned  from  these 
efforts : 


The  Office  of  the  Public  Defender  feels  that  there  are  three  areas  for 
affirmative  action  goals  to  be  targeted: 

(1)  African-American  attorneys  and  investigators  - this  is  in  light  of 
a large  African-American  client  population. 

(2)  Hispanic  attorneys  and  investigators  (especially  those  that  are 
bi I ingual ). 

(3)  Asian  attorneys  and  investigators.  Given  client  population,  it  is 
desirable  that  their  representation  be  augmented. 

In  the  attorney  classes,  we  believe  continued  recruitment  will  bring  in 
an  increasing  number  of  minority  attorneys.  We  have  been  successful 
recently  (and  since  June  30,  1991) in  attracting  them.  In  the  investigative 
class,  we  are  concerned  that  job  opportunities  have  been  limited,  but  we 
will  advertise  openings  in  all  communities  to  deversify  our  staff. 


I.  Affirmative  Action  Goals  by  Total  Department 


Use  a separate  form  for  department  and/or  division,  bureau  or  unit  for  which 
the  Utilization  Analysis  indicates  goals  are  needed. 

Department/Division:  Attorneys  and  Investigators 

Anticipated  Vacancies:  Number  and  description. 

Ac  a t-nt-al  appart-mpnf  thp  Pnhl  i r.  Defender’s  Office  is  currently 

underutilized  in  Asian.  Anticipated  vacancies  are  impossible  to  predict 

at  any  given  time.  The  City's  budget  situation  makes  any  statement  a matter 
of  speculation.  However,  in  our  best  effort,  we  project  to  meet  our  under- 
utilized area  for  the  total  department  by  hiring/promoting  2 Asian  attorneys, 
and  2 additional  Asian  investigators. 


Affirmative  Action  Goals  for  June  30,  1993 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 


Attorneys* 


Asians 


+2 


11 


Percent 


17% 


Investigators 


Asians 


+2 


2 18% 


Goals  may  include  accomplishments  made  since  7/1/91. 


AFFIRMATIVE  ACTION  PROGRAMS 


This  is  the  most  important  part  of  the  Affirmative  Action  Plan.  Describe 
the  actions  that  the  department  will  undertake  to  achieve  the  affirmative 
action  goals  within  the  two  year  timetable.  Include  in  this  section, 
dissemination  of  EEO/AA  policies,  recruitment,  selection,  hiring, 
promotions,  training,  complaints  resolution,  special  programs  targeting 
women,  or  minorities,  or  disabled  individuals,  etc. 


This  office  will  continue  its  aggressive  efforts  to  recruit  minorities 
and  women.  In  achieving  the  underutilization  of  Asians,  we  believe  the  most 
effective  way  that  this  can  be  done  is  targeting  the  message  at  the 
communities,  e.g.,  advertising  in  minority  publication,  speaking  to  minority 
trade  and  professional  associations,  visiting  the  college  campuses.  We 
believe  also  the  best  force  of  attraction  is  the  minority  members  of  the 
staff  who  "spread  the  word"  about  job  availability. 

The  Public  Defender  has,  in  the  main,  been  successful  in  attracting 
minority  and  women  personnel,  because  it  has  made  a concerned  effort  to 
attract  a diverse  staff.  The  statistics  on  minority  participation  indicate 
that  there  has  been  a concerted  campaign  and  it  has  worked. 

The  affirmative  action  policy  extends  to  work  assignments  and 
promotions,  and  training  has  and  will  continue  to  emphasize  its  importance. 
The  affirmative  action  policy  and  related  eeo  policies  will  be  disseminated 
to  all  City  employees  who  enter  into  this  office,  and  the  policy  will  be 
posted  on  bulletin  boards  accessible  to  employees.  In  addition,  sporadic 
reminders  will  be  made  to  managing  supervisors. 


AUDITING  AND  REPORTING 


Establish  the  department 1 s . commi tment  to  maintain  records  and  to  report  to 
the  Mayor,  Board  of  Supervisors,  Civil  Service  Commission,  Human  Rights 
Commission,  and  other  regulatory  agencies  as  required.  Describe  who  and  how 
affirmative  action  progress  will  be  periodically  evaluated.  What  records 
will  be  maintained? 


The  Affirmative  Action  Plan  will  be  monitored  by  the  Public 
Defender.  It  will  be  reviewed  on  a semi-annual  basis,  and  there 
will  be  records  indicating  minority  group  participation. 


DISSEMINATION 

Identify  how  this  affirmative  action  plan  will  be  communicated  to  current 
and  new  employees,  and  where  it  will  be  available  to  employee  organizations 
and  the  general  publ i c . 


A copy  of  the  Affirmative  Action  Plan  will  be  made 
available  to  each  employee,  and  it  will  be  available  to  the 
general  public  upon  request.  It  will  be  on  file  with  the  Civil 
Service  Commission. 


APPENDICES 


List  and  attach  policies  and  procedures  issued  by  the  department  that  are 
related  to  equal  employment  opportunity  or  affirmative  action.  Also  include 
listing  of  classifications  used  by  the  department  and  the  occupational 
category  linkup. 


January  28,  1992 


AAP  6.1  : Budgeted  Positions 
for 

. Dept  OCC  Class  Class  Title 


AAP  Total 

Bench  Count 


05  PUBLIC  DEFENDER 

05  A OFFICIALS  & ADMINISTRATORS 


05 

A 

8193 

CHIEF  ATTORNEY  I (CIVIL  AND  CRIMINAL)... 

0118 

1 

05 

A 

OFFICIALS  & ADMINISTRATORS  subtotal: 

1 

05 

B 

PROFESSIONALS 

05 

B 

1650 

ACCOUNTANT 

0204 

1 

05 

B 

2940 

CHILD  WELFARE  WORKER 

0234 

1 

05 

B 

8142 

PUBLIC  DEFENDER'S  INVESTIGATOR 

0258 

10 

05 

B 

8143 

SENIOR  PUBLIC  DEFENDER'S  INVESTIGATOR... 

0258 

2 

05 

B 

8174 

ATTORNEY-CIVIL  AND  CRIMINAL 

0282 

12 

05 

B 

8176 

TRIAL  ATTORNEY  - CIVIL  AND  CRIMINAL 

0282 

19 

05 

B 

8178 

SENIOR  ATTORNEY  - CIVIL  AND  CRIMINAL.... 

0282 

14 

05 

B 

8180 

PRINICIPAL  ATTORNEY  - CIVIL  AND  CRIMINAL 

0282 

15 

05 

B 

8182 

HEAD  ATTORNEY  - CIVIL  AND  CRIMINAL 

0282 

9 

05 

B 

8446 

COURT  ALTERNATIVE  SPECIALIST  I 

0267 

2 

05 

B 

PROFESSIONALS  subtotal: 

85 

05 

E 

PARAPROFESSIONALS 

05 

E 

8173 

LEGAL  ASSISTANT 

0510 

1 

05 

E 

PARAPROFESSIONALS  subtotal : 

1 

05 

F 

OFFICE  / CLERICAL 

05 

F 

1424 

CLERK  TYPIST 

0615 

1 

05 

F 

1426 

SENIOR  CLERK  TYPIST 

0616 

2 

05 

F 

1430 

TRANSCRIBER  TYPIST 

0618 

1 

05 

F 

1444 

SECRETARY  I 

0620 

2 

05 

F 

1458 

LEGAL  SECRETARY  I 

0624 

2 

05 

F 

1708 

SENIOR  TELEPHONE  OPERATOR 

0631 

2 

05 

F 

8106 

LEGAL  PROCESS  CLERK 

0601 

6 

05 

F 

8108 

SENIOR  LEGAL  PROCESS  CLERK 

0601 

2 

05 

F 

OFFICE  / CLERICAL  subtotal: 

18 

05 

X 

ELECTED  / EXEMPT 

05 

X 

1512 

CONFID  SECY  AND  EXEC  ASST  TO  PUB  DEFEN.. 

0903 

1 

05 

X 

8196 

PUBLIC  DEFENDER 

0901 

1 

05 

X 

ELECTED  / EXEMPT  subtotal: 

2 

05  PUBLIC  DEFENDER  subtotal:  107 
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CITY  AND  COUNTY  OF  SAN  FRANCISCO 
DEPARTMENT  OF  PUBLIC  HEALTH 
AFFIRMATIVE  ACTION  PLAN 


April  1992 


Department  of  Pubf!e  Health 


City  and  County  of  San  Francisco 


POLICY  STATEMENT 


It  is  the  policy  of  the  Department  of  Public  Health  to  afford  equal 
opportunity  for  employment  to  all  Individuals  regardless  of  race,  color, 
ancestry,  religion,  sex,  national  origin,  ethnicity,  age  (over  40  years), 
marital  status,  medical  condition  (cure  or  rehabilitated  cancer),  physical  and 
mental  disabilities  or  other  disabilities  (including  HIV  infection  and  AIDS) 
marital  status,  or  sexual  orientation,  and  denial  of  family  case  leave. 
However,  experience  has  demonstrated  that  a policy  or  non-discrimination  by 
itself  is  not  sufficient  to  erase  within  the  foreseeable  future  the  present 
effects  of  past  discrimination  imposed  on  women  and  minorities  who  have 
historically  suffered  from  systematic  discrimination.  Therefore,  the 
Department  of  Public  Health  will  take  affirmative  steps  to: 

1.  Increase  the  number  of  minorities  and  women  employees  in 
classifications  where  they  are  presently  tinder-represented  by 
implementing,  wherever  applicable,  the  Affirmative  Action  steps 
necessary. 

2.  Recruit,  hire  and  promote  in  all  job  classifications  without  regard 
to  race,  religion,  sex,  national  origin,  ethnicity,  age,  physical 
handicap  or  other  disabilities,  policitcal  affiliation,  or  sexual 
orientation  except  in  the  case  of  a bona-fide  occupational 
qualification. 

3.  Ensure  that  personnel  actions  with  reference  to  such  matters  as 
classifications,  compensation,  benefits,  transfers,  layoffs,  return 
from  layoffs,  disciplinary  measures,  training  and  education  through 
tuition  reimbursement  will  be  administered  without  regard  to  race, 
religion,  sex,  physical  handicap  or  other  disabilities,  political 
affiliation  or  sexual  orientation. 

4.  Ensure  that  the  Department  is  free  of  any  bias  in  the  delivery  of 
health  care  services  to  persons  in  the  City  and  County  of  San 
Francisco . 


In  addition,  all  deputy  directors,  program  chiefs,  hospital  administrators, 
managers,  and  line  supervisors  are  accountable  to  the  Director  of  Health  for 
the  implementation  of  this  policy  within  the  organization  divisions/units  for 
which  they  are  responsible.  The  Affirmative  Action  Coordinator  shall  be 
responsible  for  coordinating  and  monitoring  the  implementation  of  this  policy 
and  shall  report  directly  to  me  on  the  department's  progress. 

The  Affirmative  Action  Policy  of  this  department  will  be  reaffirmed,  evaluated 
and  updated  annually  and  results  will  oe  compared  with  the  specific 
affirmative  action  goals  for  the  entire  Department  of  Publip; Health. 

Raymond  J.  Baxte/,'  Ph.D. 

Director  of  Public  Health 


RB : GL : eml : 

0407  o 


3/93 


101  Grove  Street 


San  Francisco;  CA  9410? 
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II.  INTRODUCTION 


The  Department  of  Public  Health  of  the  City  and  County  of  San  Francisco 
is  mandated  by  Federal  Executive  Order  11246  and  City  Ordinance  455-79 
to  prepare  and  implement  an  Affirmative  Action  Plan. 

The  Department  of  Public  Health  is  one  of  the  largest  departments  in  the 
City  and  County  of  San  Francisco.  With  a budget  of  about  450  million 
dollars,  it  employs  approximately  6,000  employees.  Furthermore,  it 
utilizes  some  300  Civil  Service  job  classifications,  about  200  of  these 
are  the  responsibility  of  the  Department  of  Public  Health's 
Decentralized  Testing  Unit.  There  are,  as  of  June  30,  1991,  154 
administrators,  2554  professionals,  686  technicians,  42  employees  in 
the  protective  services,  965  paraprofessional s , 821  employees  in  the 
office/clerical  category,  64  employees  in  the  skilled  crafts,  and  569 
employees  in  the  service/maintenance  category  for  a total  of  5855 
employees. 

Voters  in  San  Francisco  approved  the  formation  of  a Health  Commission  in 
a ballot  measure  Proposition  C,  in  November  1984.  The  Commission  began 
operations  on  January  15,  1985.  There  are  seven  commissioners,  whose 
duties  and  responsibilities  are  outlined  by  the  City  Charter.  Some  of 
these  responsibilities  include  the  appointment  of  a director  of  health 
and  setting  policy  for  matters  pertaining  to  the  preservation  of  health 
of  the  inhabitants  of  the  City  and  County  of  San  Francisco. 

The  Department  of  Public  Health  provides  services  through  an 
organization  that  is  divided  into  five  major  divisions  which  follows: 

1)  Administration; 

2)  Community  Public  Health  Services;  which  also  includes  AIDS 
programs;  Environmental  Health;  and  the  Bureau  of  Toxics  and 
Safety 

3)  Division  of  Mental  Health,  Substance  Abuse  and  Forensic  Services 

- Community  Mental  Health  Services 

- Community  Substance  Abuse  Services,  and 

- Forensic  Services 

4)  Laguna  Honda  Hospital;  and 

5)  San  Francisco  General  Hospital  Medical  Center 


Each  division  is  headed  by  a Deputy  Director  or  Administrator  who 
reports  directly  to  the  Director  of  Health.  The  Deputy  Director  for 
Operations  is  responsible  for  the  direction  and  coordination  of  all 
general  departmental  administration,  fiscal  and  personnel  matters 
Environmental  Health  Services,  and  Management  Information  jervires. 


< 
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Decentralized  health  units,  which  provide  direct  health  services,  are 
located  throughout  the  city.  Direct  health  services  are  provided  by 
Community  Health  Programs,  San  Francisco  General  Hospital  Medical  Center 
and  Laguna  Honda  Hospital.  The  Deputy  Director  for  Mental  Health 
Programs  plans,  coordinates  and  supervises  the  activities  of  three 
component  services:  Mental  Health  Services,  Substance  Abuse  Services 

and  Forensic  Services. 

San  Francisco  General  Hospital  Medical  Center  is  a 532-bed  acute  care 
general  hospital  and  teaching  institution  affiliated  with  the  University 
of  California  at  San  Francisco  School  of  Medicine.  The  Department's 
Emergency  Medical  Services,  providing  paramedic  ambulance  services  are 
directed  administratively  from  San  Francisco  General  Hospital. 

i 

Laguna  Honda  is  a 1200  bed  long-term  care  and  rehabilitation  facility 
providing  services  to  the  chronically  ill  citizens  of  San  Francisco. 


/ 
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III.  AFFIRMATIVE  ACTION  OBJECTIVES 


The  Administration  of  the  Department  of  Public  Health,  City  and  County 
of  San  Francisco,  is  committed  to  a policy  of  fairness  and  equity  for 
all  employees  and  affirms  that  the  Department  of  Public  Health  is 
obligated  to  give  every  employee  the  opportunity  to  achieve  maximum 
potential  as  an  employee  and  as  a human  being. 

A.  In  accomplishing  this  objective,  the  Department  of  Public  Health 

shall: 

1.  Encourage  and  assist  all  persons,  without  regard  to  race, 
religion,  sex,  national  origin,  ethnicity,  age,  physical 
handicap  or  other  disabilities,  political  affiliation,  or  sexual 
orientation  to  qualify  solely  on  the  basis  of  merit  and  fitness. 

i 

2.  Work,  towards  redressing  any  imbalance  in  representation  in 
classifications  with  disproportionate  numbers  of  one  sex  or  race 
caused  by  artificial  barriers  of  attitude  or  custom. 

3.  Achieve,  where  possible,  the  goal  of  full  participation  of 
minorities  and  women  in  all  levels  of  employment  which  might 
reasonably  be  expected  in  proportion  to  the  number  of  such 
persons  in  the  San  Francisco  Labor  Force. 

4.  Obtain  compliance  with  both  the  spirit  and  letter  of  the  law 
guaranteeing  equal  opportunity  and  freedom  from  discrimination 
in  any  terms  or  conditions  of  employment. 


IV.  PURPOSE 


The  purpose  of  the  Department  of  Public  Health's  Affirmative  Action  Plan 
is  to  provide  fair  and  equal  employment  opportunities  for  both  employees 
and  applicants  for  employment  on  the  basis  of  individual  merit  and 
fitness  as  ascertained  through  fair  and  practical  methods  of  selection 
and  promotion  without  regard  to  race,  religion,  sex,  national  origin, 
ethnicity,  age,  physical  handicap  or  other  disabilities,  political 
affiliation,  sexual  orientation,  or  other  non-merit  factors./ 

It  is  also  the  purpose  of  the  Affirmative  Action  Plan  to  outline  and 
implement  procedures  to  effectively  maximize  the  utilization  of  the 
City's  available  human  resources.  By  applying  sound  management  and 
merit  principles,  available  statistical  data  reflecting  job  market 
conditions,  population  conditions  and  availability  of  persons  possessing 
requisite  skills,  the  Department  of  Public  Health  will  attempt  to 
alleviate  all  disparity  in  the  employment  of  minorities  and  women  in  the 
Department's  workforce. 
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A.  Employment  parity  in  the  Department  of  Public  Health's  work 
force  and  in  job  classifications  will  be  accomplished  by  a 
thorough  review  of  the  personnel  administration  system.  This 
will  be  done  on  a continuous  basis  through  the  following 
components  of  our  Affirmative  Action  Program: 

1 . Recruitment 

Active  recruitment  of  minorities  and  women  for 
classifications  where  under-utilization  exists. 

2.  Exami nations 

Ongoing  review  of  all  job  screening  and  testing  devices  to 
insure  that  methods  utilized  are  both  valid  and  job  related. 

3.  Upward  Mobi 1 i ty 

A.  Establish  career  ladder  activities  for  employees 
working  in  entry  level  to  middle  level  jobs. 

B.  Review  of  current  career  series  to  identify  possible 
alternate  career  paths. 

C.  Provide  job  counseling  to  employees. 

4.  Training 

A.  Train  division  heads,  managers,  first  line 
supervisors,  and  Affirmative  Action  Counselors  in 
affirmative  action  procedures  and  Equal  Employment 
Opportunity  Law. 

B.  Sensitize  division  heads,  managers,  first  line 
supervisors,  affirmative  action  counselors,  and  line 
workers  on  issues  of  race  relations,  cultural 
awareness,  and  effective  communication. 

5.  Minority  Internships 

Active^ recrui tment  of  minority  graduate  school  students  for 
internship  placements  in  professional  and  administrative 
work  settings. 

6.  Data  Gathering 

The  ongoing  gathering  of  workforce  utilization  statistics 
which  serve  as  the  basis  for  the  formulation  of  annual 
affirmative  action  goals. 

7 . Development  of  Divisional  Plans 

Development  of  divisional  plans  through  the  identification 
of  divisional  personnel  needs  and  the  projection  of  goals 
in  accordance  with  the  overall  Department  of  Public 
Health's  Affirmative  Action  Plan. 


5 


V.  DEFINITIONS 


A.  Mi nori ty  in  this  document  refers  to: 

1.  Black:  All ’persons  having  origins  in  any  of  the  Black  racial 

groups  of  Africa. 

2.  Hi spani c : All  persons  of  Mexican,  Puerto  Rican,  Cuban,  Central 

or  South  American,  or  other  Spanish  culture  or  origin, 
regardless  of  race. 


3.  Asian  or  Pacific  Islanders  (except  Filipino):  All  persons 

having  origins  in  any  of  the  original  peoples  of  the  Far  East, 
Southeast  Asia,  the  India  Subcontinent,  or  the  Pacific  Islands. 
This  area  includes  China,  Japan,  Korea,  and  Samoa. 

1 

4.  American  Indian  or  Alaskan  Natives:  All  persons  having  origins 

in  any  of  the  original  peoples  of  North  America  who  maintain 
cultural  identification  through  tribal  affiliation  or  community 
recognition. 

5.  Filipino:  Include  persons  having  orfgins  in  any  of  the  original 

peoples  of  the  Philippine  Islands. 


Please  note  that  White  in  this  document  refers  to  all  persons  having 
origins  in  any  of  original  peoples  of  Europe,  North  Africa,  or  the 
Middle  East. 

Although  neither  women  nor  the  handicapped  are  a minority  group  per 
se,  each  is  a protected  class  due  to  past  discrimination  and  are 
therefore  covered  by  this  plan. 


B.  Other  Definitions  of  Titles  and/or  Terms 


1.  Affirmative  Action  Coordinator  is  a person  appointed  by  the 
Director  of  Health  who  is  responsible  for  implementing  this 
Affirmative  Action  Plan. 

2.  Affirmative  Action  Counselors  (i.e.,  Departmental  Personnel 
Officers)  are  persons  within  each  division  appointed  by  the 
respective  directors  to  coordinate  and . di sseroi nate  affirmative 
action  policy  and  programs  within  the  division.  Affirmative 
Action  counselors  shall  communicate  with  their  respective 
directors,  managers,  supervisors,  and  the  Affirmative  Action 
Coordinator  on  all  developments,  criticisms,  discrepancies 
relative  to  the  Affirmative  Action  Program. 

3.  Personnel  Director  is  a person  referred  by  Civil  Service  and 
appointed  by  the  Director  of  Health  to  administer  personnel 
programs  and  policies  related  to  all  Department  of  Public  Health 
employees . 
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4.  Pi  vi sion  Plans  are  specific  plans  which  include  short  and  long  range 
goals,  timetables  and  specific  programs  for  achieving  proportional 
employment.  Each  division  will  develop  its  own  annual  plar  with 
direction  from  the  Affirmative  Action  office.  Quarterly  updates  are 
produced  regularly. 

5.  Proportional  Employment  is  that  goal  of  a work  force  reflective 
to  the  available  San  Francisco  Labor  Force. 

6.  Work  Force  is  all  employees  of  the  Department  of  Public  Health 
who  are  paid  from  the  department's  payroll. 

7.  Major  Functional  Categories  are  those  eight  categories  listed  on 
Form  MSS-52  and  those  used  by  EEOC.  The  categories  include: 
Official  and  Administrator,  Professional,  Office  and  Clerical,  , 
Skilled  Craft  Worker  and  Service  Maintenance. 

8.  BFOQ  is  a bona-fide  occupational  qualification  granted  because 
the  nature  of  the  job  is  such  that  limitation  must  be  placed  on 
those  who  could  reasonably  perform  it  (e.g.,  fashion  models 
should  be  one  sex  or  the  other,  depending  on  the  fashion). 

9.  Qualified  Handicapped  Person  is  a handicapped  person  who,  with 
reasonable  accommodations,  can  perform  the  essential  functions 
of  the  job  in  question. 

10.  Handicapped  Person  is  any  person  who  has  a physical. or  mental 
impairment  which  substantially  limits  one  or  more  major  life 
resources,  has  a record  of  such  an  impairment,  or  is  regarded  as 
having  such  an  impairment. 

11.  Reasonable  Accommodation  includes  making  working  facilities 
readily  accessible  to  and  usable  by  handicapped  persons;  job 
restructuring;  part-time  or  modified  work  schedules;  acquisition 
or  modification  of  equipment  or  devices;  the  provision  of 
readers  or  interpreters  and  other  similar  actions . 

Exception:  Unless  employer  can  demonstrate  the  accommodation  would 

impose  an  undue  hardship  on  operations  of  the  employer. 

VI.  PERSONNEL  OBJECTIVES 

A.  Personnel  objectives  should  be  primarily  to: 

1.  Train,  upgrade,  and  encourage  reassignment  into  less 
concentrated  units  many  of  the  minorities  and  v/omen  presently 
employed  by  the  Department  of  Public  Health; 

2.  Actively  recruit  minorities  and  women  through  the  Personnel 
Division  from  inside  and  outside  city  employment  to  fill 
positions  unable  to  be  filled  through  Training  and  promotions. 

3.  Develop  competent  supervisory  personnel  who  are  capable  of 
functioning  effectively  in  multi-cultural  or  social  environments 
by  insisting  that  they  acquire  these  skills  through  a training 
provided  by  the  DPH-EEO  Unit  and  other  training  programs; 
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4.  Create  an  environment  of  equal  opportunity  and  affirmative 
action  by  evaluating,  as  a part  of  a supervisor's  overall 
performance,  his/her  performance  as  it  relates  to  equal 
opportunity; 

5.  Attempt  to  equitably  resolve  employee  concerns  on  an  informal 
basis  within  the  department  recognizing  and  addressing  possible 
error  by  providing  appropriate  relief  to  the  employee  when 
warranted,  and  when  a complaint  is  found  to  be  unwarranted,  to 
fully  explain  to  the  employee  the  reasons  why,  and; 

6.  Insure  that  all  layoffs  and  reinstatements  from  layoffs  are 
executed  in  a non-di scrimi natory  manner  and  pursuant  to  Civil 
Service  Rules. 


VII.  DEVELOPMENT  AND  EXECUTION  OF  PROGRAM 

The  Affirmative  Action  Coordinator  is  responsible  for  preparing  and 
implementing  the  Affirmative  Action  Plan  for  the  Department  of  Public 
Health.  This  plan  shall  be  up-dated  annually  in  order  to  evaluate  the 
Department  of  Public  Health's  affirmative  action  progress  and  accommodate 
any  changes  in  Local,  State  and  Federal  Affirmative  Action  Guidelines. 

Each  division  shall  be  responsible  for  preparing  a divisional  affirmative 
action  plan  with  the  assistance  of  the  Affirmative  Action  Coordinator 
based  on  statistical  data  presented  in  the  overall  plan  and  the 
individual  divisional  work  force  analysis.  These  plans  shall  be 
submitted  annually,  along  with  quarterly  updates,  to  the  Affirmative 
Action  Coordinator  for  review,  and  approval  by  the  Director  of  Health. 

The  quarterly  plans  will  be  evaluated  in  comparison  to  the  overall  plan. 

Each  division's  plan  shall  include  an  analysis  to  determine  if  the  sex 
and  minority  representation  of  the  workforce  commensurate  with  the  City 
and  County  of  San  Francisco's  Labor  Force  goals.  Annual  affirmative 
action  hiring  goals  will  be  set  accordingly. 

A.  Each  division  will  conduct  a division  analysis-  according  to  the 
following  categories: 

1.  Official  and  Administrator:  Occupations  in  which  employees^ set 

broad  policies,  exercise  overall  responsibility  for  execution  of 
tnese  policies,  or  direct  individual  departments  or  special 
phases  of  the  agency's  operations,  or  provide  specialized 
consultation  on  a regional,  district  or  area  basis.  This 
category  includes:  department  heads,  bureau  chiefs,  division 

chiefs,  directors,  deputy  directors,  fiscal  officers,  health 
program  coordinators,  administrative  analysts,  senior 
pharmacists,  general  services  managers,  and  kindred  workers. 

2.  Professional s : Occupations  which  require  specialized  and 

theoretical  knowledge  which  is  usually  acquired  through  college 
training  which  provided  comparable  knowledge.  This  category 
includes:  personnel  analysts,  research  assistants,  social 

workers,  doctors,  psychologists,  registered  nurses,  dieticians, 
system  procedures  analysts,  accountants,  engineers, 
rehabilitation  counselors,  training  officers,  affirmative  action 
coordinators,  environmental  health  inspectors,  pharmacists, 
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mental  health  educators,  audiometri sts , public  health  chemists, 
disease  control  investigators,  statisticians,  dentists,  therapists, 
librarians,  medical  records  supervisors,  microbiologists,  and  kindred 
workers . 

3.  Technicians : Occupations  which  require  a combination  of  basic 

scientific  or  technical  knowledge  and  manual  skill  which  can  be 
obtained  through  specialized  post-secondary  school  education  or 
through  equivalent  on-the-job  training.  This  category  includes: 
licensed  practical  nurses,  eligibility  workers,  medical  stewards, 
ambulance  drivers,  rodent  control  technicians,  radiologic 
technologists,  medical  records  technicians,  chefs,  pharmacy 
technicians,  sterilizer  operators,  operating  room  technicians, 
laboratory  assistants,  central  supply  processing  and  distribution 
technicians,  dental  hygientists,  electrocardiograph  technicians, 
medical  records  librarians,  and  kindred  workers. 

4.  Protective  Service  Workers:  ' Occupations  i n which  workers  are 

entrusted  with  public  safety,  security  and  protection  from  destructive 
forces.  This  category  includes:  institutional  police  officers, 

sergeants,  captains,  lieutenants,  and  kindred  workers. 

5.  Paraprofessional s : Occupations  in  which  workers  perform  some  of  the 

duties  of  a professional  or  technician  in  a supportive  role,  which 
usually  require  less  formal  training  and/or  experience  normally 
required  for  professional  or  technical  status.  Such  positions  may 
fall  within  an  identified  pattern  for  staff  development  and  promotion 
under  a "New  Careers"  concept.  This  category  includes:  library 

assistants,  dental  aides,  morgue  attendants,  health  workers,  x-ray 
laboratory  aides,  physical  therapy  aides,  psychiatric  orderlies,  and 
kindred  workers. 

6.  Off i ce  and  Clerical s : Occupations  in  which  workers  are  responsible 

for  internal  and  external  communication,  recording  and  retrieval  of 
data  and/or  information  and  other  paperwork  required  in  an  office. 

This  category  includes:  payroll  and  personnel  clerks,  data  entry 

operators,  account  clerks,  typists,  stenographers,  materials  and 
supplies  supervisors,  medical  records  clerks,  inventory  clerks, 
cashiers,  ward  clerks,  telephone  operators,  message  center 
supervisors,  and  kirydred  workers. 

7.  Ski  1 1 ed  Craft  Workers : Occupations  in  which  workers  perform  job  which 

requires  special  manual  skill  and  a thorough  and  comprehensive 
knowledge  of  the  processes  involved  in  the  work  which  is  acquired 
through  on-the-job  training  and  experience  or  through  apprenticeship 
or  other  formal  training  programs.  This  category  includes: 
carpenters,  electricians,  painters,  plumbers,  steamf i tters , mechanics, 
and  repairers,  and  kindred  workers. 

8.  Service/Maintenance  Workers:  Occupations  in  which  workers  perform 

duties  which  result  contribute  to  the  comfort,  convenience,  hygiene  or 
safety  of  the  general  public  or  which  contribute  to  the  upkeep  and 
care  of  buildings,  facilities  or  grounds  of  public  property.  Workers 
in  this  group  may  operate  machinery.  This  category  includes: 
elevator  operators,  laundry  workers,  truck  drivers,  stationary 
engineers,  food  service  workers,  supply  room  attendants,  incinerator 
operators,  gardeners,  custodians,  and  kindred  workers. 
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VIII. 


DESIGNATION  OF  RESPONSIBILITIES 


A.  The  Director  of  Health  will: 

1.  Be  responsible  for  the  overall  administration  of  the  Affirmative 
Action  Plan; 

2.  Will  confer  with  the  Affirmative  Action  Coordinator  on  a regular 
basis  to  review  and  evaluate  proposed  plans  and  to  discuss 
priorities  incident  to  the  ongoing  implementation  of  the 
Affirmative  Action  Plan; 

3.  Establish,  administer,  and  provide  policy  direction  for  the 
Affirmative  Action  Plan  so  that  equal  employment  opportunity 
exists  in  all  major  functional  categories; 

4.  Disseminate  appropriate  directives  to  division  heads  from  time 
to  time  to  assure  compliance  with  the  Affirmative  Action  Plan; 

5.  Administratively  support  the  goals  of  the  Affirmative  Action 
Plan  so  that  employment,  training  and  promotive  objectives  are 
met. 


B.  The  Personnel  Director  in  conjunction  with  the  Affirmative  Action 

Coordinator  will: 

1.  Provide  technical  assistance  so  department  managers  are 
directors  governing  equal  employment  opportunity  and  affirmative 
action ; 

2.  Analyze  all  aspects  of  the  recruitment  and  selection  process  to 
insure  that  artificial  barriers  to  hiring  minority  and  women 
employees  are  eliminated; 

3.  Develop  where  possible  and  coordinate  a pro-active  program  for 
the  employment  of  minorities  and  women  in  certain  units  of  the 
Department  where  they  are  underutilized; 

4.  Fully  utilize  t,he  State  and  Federal  Grant  Programs,  such  as  JTPA 
as  a recruitment  source  to  employ  minority  and  women  applicants; 

5.  Analyze  and  remove  artificial  barriers  in  job  descriptions  which 
may  tend  to  discriminate  against  men/women  and.  actively  recruit 
women  to  apply  for  classifications  which  have  been  traditionally 
occupied  by  men  and  vice  versa; 

6.  Establish  and  implement  a system  to  keep  abreast  of  significant 
developments  related  to  equal  employment  and  affirmative 
action.  Developments  would  include  new  laws,  court  decisions, 
administrative  rulings  and  effective  programs  and  responses  to 
both  the  public  and  private  sectors; 

7.  Monitor  records  of  referrals,  appointments,  transfers, 
promotions,  disciplinary  actions,  terminations,  layoffs  and 
reinstatements  at  all  levels  to  insure  that  a non-discrimination 
policy  is  carried  out. 
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C.  The  Affirmative  Action  Coordinator  will: 


1.  Prepare  the  Affirmative  Action  Plan  for  the  Department  of  Public 
Health  employees  and  the  quarterly  updates  to  this  plan; 

2.  Report  to  the  Director  of  Health  on  all  equal  employment 
opportunity  requirements  and  on  all  matters  that  relate  to  the 
accomplishment  of  the  goals  and  objectives  of  the  Affirmative 
Action  Program.  These  reports  are  also  provided  periodically  to 
the  Health  Commission,  and  to  state  and  federal  agencies  as  well 
as  to  community  groups  and  the  general  public  as  needed; 

3.  Coordinate  and  provide  training  and  technical  assistance  to 
division  Affirmative  Action  Counselors  in  collecting  and 
analyzing  employment  data,  identifying  problem  areas, 
establishing  timetables  and  developing  programs  to  achieve  goals; 

4.  Plan,  implement  and  coordinate  equal  employment 
opportunity/affirmative  action  training  for  all  managers  and 
supervisors ; 

5.  Implement,  monitor  and  modify  the  Department  of  Public  Health's 
Affirmative  Action  reporting  system  to  measure  effectiveness  and 
to  determine  where  progress  has  been  made  and  where  further 
action  is  needed; 

6.  Approve  annual  division  Affirmative  Action  Plans; 

7.  Supervise  the  investigation  and  resolution  of  alleged  employment 
discrimination  complaints  filed  by  employees  and  applicants. 


D.  The  Division  Heads  (Deputy  Directors,  Program  Chiefs.  Hospital 

Admlni strators)  will: 

1.  Be  responsible  for  all  aspects  of  the  Affirmative  Action  Plan 
for  the  Department  of  Public  Health  employees  as  it  applies  to 
hi  s/her  division; 

2.  Appoint  a Division  Affirmative  Action  Counselor.  To  ^ssure  that 
the  program  receives  top-level  emphasis,  this  individual  may  be 
either  the  Division  Head  or  a responsible  person  who  reports 
directly  to  the  Division  Head,  (i.e.,  Department  Personnel 

Off i cer ) ; 

3.  In  cooperation  with  the  Affirmative  Action  Coordinator  and  the 
Division  Affirmative  Action  Counselor,  develop,  implement, 
evaluate  and  revise  the  Divisional  Affirmative  Action  Plan  which 
will  include  goals  and  timetables; 

4.  Insure  that  supervisors  and  staff  fully  understand  the 
Affirmative  Action  Plan. 
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E.  The  Division  Affirmative  Action  Counselor  will: 


.1 . Be  the  division  resource  person  on  equal  employment  and  the 
affirmative  action  programs; 

2.  Provide  counsel  and  recommendations  to  division  management 
concerning  affirmative  action  matters; 

3.  Attend  meetings  scheduled  relative  to  the  Department  of  Public 
Health's  Affirmative  Action  Plan; 

4.  Coordinate  equal  employment  opportunity  and  affirmative  action 

training  for  division  personnel  in  conjunction  with  the 
Affirmative  Action  Coordinator;  insure  that  appropriate  training 
reaches  first  line  supervisory  staff;  \ 

5.  Assure  adequacy  and  effectiveness  of  internal  equal  employment 
opportunity  and  affirmative  action  communications; 

6.  Under  the  guidance  of  the  Division  H^ad  prepare  an  annual 
Divisional  Affirmative  Action  Plan  and  quarterly  updates. 


F.  Division  Departmental  Personnel  Officers  and  the  Personnel’  Director 

will: 

1.  Work  jointly  in  maintaining  data  on  the  job  classifications, 
race,  and  sex  of  employees. 

2.  Prepare  necessary  reports  on  racial  and  sex  composition  of  the 
Department  of  Public  Health's  work  force; 

3.  Seek  out,  research  and  provide  suggestions  or  other  information 
that  may  be  useful  in  affirmative  action  goal  setting; 

4.  Research  and  identify  sources  of  data  that  will  provide  current 

statistics  on  the  external  local  labor  market.  I 
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IX.  UTILIZATION  ANALYSIS 


A.  Department-wide  Analysis 

The  following  informational  charts  reflect  the  Department  of 
Public  Health's  current  workforce  by  ethnicity,  sex,  job  status, 
and  occupational  groupings  as  of  June  30,  1991. 


Table  1: 

Total  Department  Workforce  by  Ethnicity, 

Sex  and  Job 

Table  2: 

Status  - groups  departmental  employments 
■civil  service  and  temporary  status. 

Total  Department  Workforce  by  Ethnicity, 

by  permanent 
Sex  and 

Table  3: 

Occupational  Cateqory. 

Areas  'of  Minority  and  Female  Group  Under- 

-Uti 1 ization , 

Department-Wi de . 

Workforce  composition  reports  are  compiled  through  individual 
employee  records.  In  accordance  with  local,  state,  and  federal 
requirements,  the  Department  of  Public  Health's  Office  of  Equal 
Employment  Opportunity  and  Affirmative  Action  conducts  an  annual 
workforce  utilization  survey. 

This  survey  summarizes  the  Department's  total  workforce  by 
division,  job  classification,  job  status,  occupational  grouping, 
ethnicity,  and  gender.  The  basis  for  the  utilization  analysis 
is  either  the  general  or  specially  qualified  San  Francisco  labor 
force  as  reflected  in  the  1980  Census.  Each  classification  is 
examined  against  either  the  overall  labor  market  or  a 
specialized  market.  The  decision  to  utilize  a particular  labor 
market  is  dependent  upon  whether  the  job  classification's 
minimum  requirements  are  set  internally  or  externally. 

As  an  example,  the  Department  of  Heal th  determines  the  minimum 
qualifications  for  Health  Worker,  therefore,  that  job 
classification  is  compared  to  the  overall  San  Francisco  labor 
market.  Registered  Nurses,  on  the  other  hand,  must  be  licensed 
by  the  state,  therefore,  this  job  classification  is  compared 
only  to  the  available  market  of  Registered  Nurses  in  San 
Franci sco. 

Section  IX,  describes  the  Health  Department's  affirmative  action 
goals  program.  The  long  range  timetable  for  achieving  full 
workforce  parity  on  a department-wide  basis  is  five  years. 

Annual  affirmative  action  goals  are  set  to  determine  progress  as 
well  as  to  make  necessary  adjustments. 
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Table  1:  Total  Department  Workforce  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


I 


On  a department-wide  basis,  African-Americans,  Hispanics,  Filipinos,  and  women  all 
continue  to  be  represented  at  levels  that  meet  or  surpass  their  local  general  labor 
market  availability  goals,  as  established  by  the  U.S.  Department  of  Labor,  per  the 
1980  Census. 

The  two  remaining  minority  groups,  Asians  and  American  Indians  have  attained  94%  and 
50%  of  their  local  general  labor  market  goals.  A review  of  department-wide  workforce 
data  for  the  past  three  (3)  years  shows  that  Hispanic  and  Asian  under-representation 
has  steadily  improved,  while  African-American,  Filipino,  and  female  representation 
has  stayed  at  levels  that  substantially  surpass  their  local  general  labor  market 
avai labi 1 ity: 


Department-wide  Representation 
1989-90-91 


Nh  i te 

African 

Amer 

Hi  sp 

Asian 

Fil 

Amer 

Ind 

Male 

Female 

Total 

6-30-89 

1709 

33.5% 

978 

19.3% 

550 

10.8% 

715 

14.0% 

1145 

22.4% 

10 

0.2% 

1752 

34.3% 

3354 

65.6% 

5106 

100% 

6-30-90 

1858 

32.6% 

1057 

18.6% 

633 

11.1% 

814 

14.3% 

1317 

23.1% 

14 

0.2% 

1984 

34.8% 

3709 

65.2% 

5693 

100% 

6-30-91 

1945 

33.2% 

1011 

17.3% 

658 

11.2% 

843 

14.4% 

1386 

23.7% 

12 

0.2% 

2019 

34.5% 

3837 

65.5% 

5855 

100% 

SF  Gen. 

57.5% 

9.9% 

11.2% 

15.3% 

5.4% 

0.4% 

54.8% 

45.2% 

100% 

Labor  Market 


Avai lability, 
per  1980  Census 


Representation  in  Key  Occupational  Categories  Department-Wide 


The  following  is  a summary  of  department-wide  changes  in  the  administrator  and 
professional  job  categories  for  the  last  three  fiscal  years: 


Administrators 


White 

African 

Amer 

Hi  sp 

Asian 

Fil 

Amer 

Ind 

Male 

Female 

Tota 

6-30  89 

95 

55.9% 

24 

14.1% 

15 

8.8% 

27 

15.9% 

8 

4.7% 

1 

0.6% 

71 

41 .8% 

99 

58.2% 

170 

100% 

6-30-90 

80 

52.6% 

24 

15.8% 

15 

9.9% 

25 

16.4% 

7 

4.6% 

1 

0.7% 

57 

37.5% 

95 

62.5  % 

152 

100% 

6-30  91 

84 

54  2% 

23 

14  8°/ 

16 

10.3% 

23 

14.8% 

8 

5.2% 

1 

0.6% 

62 

40.0% 

,3 

60.0% 

155 

100% 
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There  have  not  been  many  notable  changes  in  minority  or  female  representation  in  the 
past  three  years.  African  Americans,  Native  Americans,  and  women  continue  to  remain 
well  above  parity,  while  Hispanics,  Asians  and  Filipinos  are  underrepresented. 


Professionals 


African  Amer 


Whi  te 

Amer 

Hi  sp 

Asian 

Fil 

Ind 

Male 

Female 

Total 

6-30-89 

1147 

168 

135 

301 

448 

3 

646 

1556 

2202 

52.1% 

7.6% 

6.1% 

13.7% 

20.3% 

0.1% 

29.3% 

70.7% 

100% 

6-30-90 

1258 

208 

170 

336 

486 

5 

764 

1699 

2463 

51.1% 

8.4% 

6.9% 

13.6% 

19.7% 

0.2% 

31  .0% 

69.0% 

100% 

6-30-91 

1309 

206 

179 

361 

494 

5 

787 

1767 

2554 

51.3% 

8.1% 

7.0% 

14.1% 

19.3% 

0.2% 

30.8% 

69.2% 

100% 

Professional  employments  have  increased  by  352  positions  over  the  past  three  fiscal 
years.  Net  gains  in  actual  employments  and  in  overall  percentages  vary  from  group  to 
group.  African  Americans,  Hispanics  and  Asians  continue  to  be  below  labor  force 
parity. 

Filipino  and  female  employment  levels  well  exceed  their  respective  parity  percentages. 


< 


I 


i 
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TABLE  2:  TOTAL  DEPARTMENT  WORKFORCE  BY  RACE,  SEX,  OCCUPATIONAL  CATEGORY  AND  JOB  STATUS 


S.F.  GENERAL  LABOR  MARKET 
PARITY  GOALS  PER  1980  CENSUS 


MALE  FEMALE  TOTA 


Table  3:  Areas  of  Minority  and  Female  Group  Under-Utilization,  Department-Wide 

As  of  June  30,  1991 


Occupational  Group 

1 

| Black 
1 

1 

1 

| 

Hi spani c 

Asian 

1 

1 

| 

Filipino 

1 

1 

| 

Am  Indian 

1 1 

| Female  | 

1 1 

Administrators 

1 

1 

1 

9.7%* 

14.9%* 

1 

1 

r 

5.2%* 

1 

1 

1 

- 

1 1 

1 i 

Professional  s 

1 

| 8.1%* 
i 

1 

1 

I 

7.0%* 

14.1%* 

1 

1 

I 

- 

1 

1 

i 

0.2%« 

Technicians 

1 

l 

1 

1 

1 

9.9%* 

11.7%* 

1 

i 

- 

1 

! i 

0.3% 

1 1 
i 

Protectice  Service 

1 

1 

1 

1 

1 

- 

- 

1 

1 

i 

- 

i 

i 

- 

1 1 
1 

Paraprofessional s 

1 

1 

I 

- 

10.9% 

1 

1 

i 

- 

i 

i 

i 

0.0% 

1 

l i 

Office  & Clerical 

1 

1 

1 

1 

- 

_ * 

1 

1 

i 

i 

i 

i 

0.2%* 

1 1 

l i 

Skilled  Craft 

1 

| 6.3%* 

1 

1 

1 

1 

10.9 

14.1% 

1 

1 

i 

4.7 

1 

i 

i 

0.0%* 

1 1 

1 6.3%*  | 

i i 

Service,  Maintenance 

1 

1 

1 

1 

| 

- 

1 

1 

1 

- 

i 

i 

i 

0.2%* 

1 1 

| 29.9%*  | 

1 1 

General  San  Francisco 

1 

1 9.9% 

1 

_L 

11.2% 

15.3% 

1 

J_ 

5.4% 

i 

_L_ 

0.4% 

1 1 
1 45.2%  1 

Labor  Force  Parity  Percentage 
per  the  1980  Census, 

U.S.  Department  of  Labor 


* indicates  areas  of  under-utilization 
- indicates  no  under-util izatiorv 
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1 .  Whites 


As  of  June  30,  1991,  this  group  comprised  33.2%  of  the 
Department's  overall  workforce.  There  had  been  an  overall 
decrease  in  white  employment  from  33.5%  in  June  of  1989  to 
33.2%  in  June  of  1991.  This  represents  a net  decrease  of 
.3%  over  the  last  three  (3)  years. 

Whites,  as  a group,  are  for  the  most  part  concentrated  in 
the  administrator  (54.5%)  and  professionals  (51.3%) 
occupational  categories.  The  salary  ranges  for  these  two 
job  groupings  generally  exceeds  the  salary  ranges  of  other 
occupational  groups. 

2.  Blacks 

“ i 

Blacks,  as  a group,  show  a net  decrease  of  2.0 % in  the 
department's  total  workforce  over  the  past  3 years;  from 
19.3%  in  June  of  1989  to  17.3%  in  June  of  1991.  They 
currently  make  up  17.3%  of  the  department's  total 
workforce.  Since  9.9%  is  the  San  Francisco  Labor  Force 
parity  goal,  Blacks  are  represented  at  nearly  200%  of 
parity  for  the  entire  department. 

However,  Blacks  are  acutely  under-represented  in  the 
professionals  job  grouping,  currently  comprising  8.1%  of 
all  professional  level  employment  in  the  Health 
Department.  Although  Blacks  are  well  represented  in  six 
(6)  occupational  categories  where  they  constitute  anywhere 
from  2 1/2  to  4 1/2  times  their  employment  parity  goal, 
they  remain  under-utilized  in  the  professional  job  category 
(82%  of  parity)  and  in  the  skilled  craft  category  (64%  of 
parity) . 

While  there  has  been  a net  increase  of  .5%  in  Black 
professional  employment,  from.  7 .6%  in  June  of  1 989  to  8.1% 
in  June  of  1991,  remedial  measures  to  correct  under 
utilization  in  the  above  two  (2)  occupational  categories 
are  warranted,  and  affirmative  action  hiring  goals  will  be 
established  to  increase  their  representation  during  this 
fiscal  year. 

3 . Hi spani cs 

Hispanics,  as  of  June  30,  1991,  comprised  11.2%  of  all 
employments  in  the  department.  This  represents  a net 
increase  of  .4%  over  the  past  three  years  from  10.8%  in 
June  of  1989  to  the  present  11.2%.  Hispanics  constitute 
11.2%  of  the  department's  total  workforce.  Since  11.2%  is 
tne  San  Francisco  Labor  Force  parity  goal  for  this  group, 
it  is  evident  that  Hispanics  are  more  at  parity  on  a 
department-wide  basis. 
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There  is,  however,  varying  degrees  of  under-representation  of 
Hispanics  in  administrators,  professionals,  technicians,  and  skilled 
crafts  job  categories.  The  professionals  job  grouping  is  clearly  the 
greatest  of  need  for  Hispanics.  No  other  protected  group  is  furthest 
away  from  their  respective  parity  percentage  in  this  job  category 
than  Hispanics  (62%  of  parity).  This  is  also  the  job  grouping  that 
contains  the  greatest  number  of  employees.  Approximately  44%  of  all 
workers  employed  in  the  Health  Department  are  classified  in  the 
professionals  job  category. 


Job  Cateqory 

% of 

Hispanics 

% of  SF  Labor 
Force  Parity  ( 

Administrator 

9.7% 

87% 

Professional 

7.0% 

62% 

Technician 

9.9% 

88% 

Ski  1 led  Crafts 

10.9% 

97% 

On  the  other  hand,  Hispanics  are  at  parity  in  four  (4)  other  job 
groupings:  Protective  services,  off i ce/c ^eri cal , skilled  crafts,  and 

service/maintenance.  Over  the  past  three  years,  the  level  of 
Hispanic  employment  has  risen  from  550  employees  in  1989  to  658  in 
1991;  a net  increase  of  108  Hispanics. 

Affirmative  Action  hiring  goals  for  fiscal  year  1991-92  will  focus  on 
increasing  the  representation  of  Hispanics  in  the  administrator, 
professional,  and  technician  job  groupings. 

4.  Asians 


As  of  June  30,  1989,  Asians  comprised  14.4%  of  the  department's 
overall  workforce.  In  terms  of  total  employment,  Asians  over  the 
past  three  (3)  years  have  increased  their  representation  level  from 
13.4%  in  1989  to  14.4%  in  1991.  This  represents  a net  increase  of 
1 .4%  or  1 59  employees . 

Parity  for  Asians  in  the  San  Francisco  Labor  Force  is  15.3%.  On  a 
I department-wide  basis,  Asians  are  under-utilized  at  14.4%  (94%  of 
parity).  Asians  also  experience  slight  under-representation  in  the 
following  job  groups: 


% of 

% of  SF  Labor 

Job  Cateaory 

Asians 

Force  Pari  tv  Goal 

Admi ni strators 

1 4 . 9% 

97% 

Professional 

14.1% 

92% 

Skilled  Crafts 

14.1% 

92% 

More  acute  under-utilization  of  Asians  is  prevalent  in  two  (2)  other 
job  groups:  Technicians  at  11.7%  or  76%  of  parity,  and 

paraprofessional s at  10.9%  or  71%  of  parity. 
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All  told,  Asians,  to  varying  degrees,  are  under-represented  in  6 of 
the  8 occupational  categories.  Thus,  the  goal  for  the  department  for 
this  fiscal  year  must  be  to  increase  the  percentage  of  Asians  in  the 
aforementioned  job  groupings  where  Asians  are  under-utilized. 

5.  Fi 1 ipinos 


The  San  Francisco  Labor 

Force  parity  goal  for 

Filipinos  per  the  1! 

census,  is  5.4%.  As  of 

June  30,  1991,  Filipinos  comprised  23.7%  c 

the  deparment's  total  workforce;  they  are,  as 

a group,  at  439%  of 

parity. 

% of 

% of  SF  Labor 

Job  Cateqory 

Fi 1 ipinos 

Force  Parity  Goal 

Professional s 

19.3% 

357% 

Technicians 

22.6% 

418% 

Protective  Services 

7.1% 

546% 

Paraprofessional s 

37 . 9% 

702% 

Office/Clerical 

23.8% 

440% 

Service/Maintenance 

28.5% 

528% 

In  terms  of  total  employment,  Filipinos  in  the  past  three  years  have 
experienced  a net  increase  of  1.3%,  or  241  employees,  from  22.4%  or 
1145  employments  in  1989  to  the  present  23.7%  or  1386  employments  in 
1991. 

The  two  areas  of  continued  under-utilization  for  Filipinos  is  in  the 
administrators  and  skilled  crafts  job  groupings,  where  as  a group, 
they  are  currently  represented  at  5.2%  or  96%  of  parity  and  4.7%  or 
87%,  respectively.  Clearly  then,  the  affirmative  action  goal  for  the 
department  is  to  make  efforts  to  remedy  the  under-utilization  of 
Filipinos  in  the  administrator  and  skilled  crafts  occupational 
categories . 

6.  American  Indians 

Native  Americans  have  remained  at  the  same  employment  level 
percentage  wise  in  the  last  three  years  (.2%).  Numerically,  this 
group  is  the  least  represented  of  all  protected  groups  in  the  Health 
Department.  Native  Americans  are  under-utilized  in  every 
occupational  category  except  for  aami ni strators  and  protective 
services,  where  at  .6%  and  2.4%  they  are  considerably  over  their  San 
Francisco  Labor  Force  parity  goal  of  0.4%. 

The  department's  affirmative  action  goals  for  fiscal  year  1991-92 
will  take  into  account  the  various  areas  of  Native  American 
unde r-re presentation. 
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7 . Mai es/Femal es 


In  the  past  three  (3)  years,  males  have  experienced  a minor  increase 
in  the  department's  overall  workforce,  from  34.31  in  1989  to  34.51  in 
1991.  This  represents  a net  increase  of  .21. 

Males  continue  to  be,  for  the  most  part,  clustered  in  the  skilled 
crafts,  protective  services,  and  service/maintenance  job  categories 
where  they  respectively  represent  93.81,  90.51,  and  93.81  of  the 
workforce . 

Females  on  the  other  hand,  represent  65.51  of  all  department 
employment.  Given  that  45.21  is  the  San  Francisco  Labor  Force  parity 
goal  for  women,  this  group  is  currently  at  1451  of  parity.  In  part, 
females  are  over  their  employment  parity  goal  in  every  job  grouping 
except  for  skilled  crafts  and  service/maintenance  where  they  comprise 
6.31  and  29.91  of  the  respective  workforces. 

It's  especially  important  to  note  that  females  are  well  represented 
in  the  two  highest  levels  of  employment  - administrative  and 
professionals,  where  they  comprise  59.71  (1321  of  parity)  and  69.21 
(1531  of  parity)  of  all  workers,  respectively. 

The  female  affirmative  action  goal  for  1991-92,  therefore,  will  focus 
on  enhancing  the  representation  of  women  in  the  two  aforementioned 
areas  of  non-tradi tional  work. 

In  summary,  it  may  be  stated  that  while  there  is  room  for  much 
improvement,  as  previously  noted,  the  Department  of  Public  Health  has  made 
some  meaningful  in-roads  in  its  commitment  to  hire  minorities  and  women. 
The  recruitment  and  selection  of  Hispanics  and  Asians  in  several  job 
categories,  as  well  as  the  increase  of  Black  professionals,  must  be  the 
foremost  affirmative  action  priorities  for  fiscal  year  1991-92. 


I 
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Summary  of  Job  Classifications 
Utilized  in  the  Health  Department 
by  Occupational  Category 

100  Officials/ Administrators 

A123  Director,  Homeless  Program 

A568  Director,  Mental  Health  Information  Manager 
A610  Informations  Services  Director 
A810  Associate  Director  of  Health 
1164  Executive  Administrator,  SFGH 
1168  Director  of  Health 

1231  Associate  Affirmative  Action  Coordinator 

1248  Assistant  Division  Manager,  Personnel 

1270  Departmental  Personnel  Officer 

1272  Senior  Departmental  Personnel  Officer 

1276  Departmental  Personnel  Director 

1666  ' Finance  Director,  DPH 

1675  Supervising  Fiscal  Officer 

1821  MIS  Manager 

1880  Chief  of  Systems 

2116  Associate  Director  of  Medical  Records 

2117  Chief,  Medical  Records  - LHH 

2118  Director,  Medical  Records  - SFCH 

2122  Director,  Patient  Financial  Services  and  Admissions 

2124  Director  of  Admissions,  SFGH 

2143  Hospital  Assistant  Administrator 

2145  Hospital  Associate  Administrator 

2148  Senior  Hospital  Associate  Administrator 

2171  Associate  Administrator,  Medical  Services  - LHH 

2182  Administrator,  LHH 

2212  Director,  Division  of  Dental  Health 

2234  District  Health  Officer 

2235  Medical  Director,  DPH 

2246  Assistant  Director  Clinical  Services  I 
2248  Assistant  Director  Clinical  Services  II 
2250  Director  of  Clinical  Services 

2352  Assistant  Director  of  Nursing  - Staff,  Development  & Research 
2366  Assistant  Director  of  Nurses,  LHH 

2368  Assistant  Director  of  Nurses,  SFGHMC 

2369  Director  of  Nurses,  LHH 

2451  Senior  Pharmacist,  LHH 

2452  Director  of  Pharmaceutical  Services,  SFGH 
2455  Pharmacy  Director  - LHH 

2466  Chief  Microbiologist 

2490  Public  Health  Clinical  Toxicologist 

2492  Director,  Public  Health  Laboratories 

2498  Director,  Radiology  - SFGH 

2535  Chief,  Paramedic  Division 

2559  Director,  Activity  Therapy  - LHH 

2593  Health  Program  Coordinator  III 

2596  Employee  Referral  Program  Director 

2662  Director  of  Food  Services 

2786  General  Services  Manager 
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1/ 


100  Officials/Administrators 


2816  Chief,  Bureau  of  Records  and  Statistics 
2821  Director,  Health  Planning 
2824  Chief,  Bureau  of  Health  Education 
2836  Public  Health  Nursing  Administrator 
2850  WIC  Director 

2880  Director  of  Business  & Operations,  Mental  Health  Programs 

2883  Associate  Director,  AIDS  Program 

2885  Deputy  Director  of  Adult  Services  - CMHS 

2891  Deputy  Director  for  Operations,  Central  Office 

2895  Deputy  Director,  Mental  Health  Programs 

2896  Deputy  Director  of  Community  Health  Programs 
2925  Chief,  Medical  Social  Services 

6126  Director,  Bureau  of  Environmental  Health  Services 
6144  Director  of  Toxics 
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200  Professionals 


A114  MIS  Manager  - Mental  Health 

A118  Safety  Engineer 

A611  Admin.  - Health  Inf or  Services 

A745  Budget  Director  - SFGH 

A777  Director  of  Public  Information 

A943  Clinical  Patient  Specialist 

A971  Assistant  Director,  MIS 

1161  Executive  Assistant  to  Administrator  - SFGH 

1163  Executive  Assistant  to  Health  Director 

1232  Training  Officer 

1233  Affirmative  Action  Specialist 

1240  Assistant  Personnel  Analyst 

1242  Personnel  Analyst 

1244  Senior  Personnel  Analyst  J 

1246  Principal  Personnel  Analyst 

1340  Assistant  to  General  Manager,  DPH 

1650  Accountant 

1652  Senior  Accountant 

1654  Principal  Accountant 

1655  Systems  Accountant 

1656  Head  Accountant 

1657  Senior  Systems  Accountant 

1658  Chief  Accountant 

1662  Patient  Accounts  Assistant  Supervisor 

1663  Patient  Account  Supervisor 

1664  Patient  Accounts  Manager 

1665  Director  of  Patient  Accounts 

1802  Research  Assistant 

1804  Statistician 

1811  Management  Information  Systems  Specialist  I 

1818  Management  Information  Systems  Specialist  II 

1819  MIS  Specialist  III 

1821  Management  Information  Systems  Manager 

1822  Administrative  Analyst 

1823  Senior  Administrative  Analyst 

1824  Principal  Administrative  Analyst  . 

1840  Junior  Management  Assistant 

1842  Management  Assistant 

1844  Senior  Management  Assistant 

I860  Computer  Operator  Supply  Supervisor 

1862  Systems  and  Procedures  Analyst 

1863  Senior  Systems  and  Procedures  Analyst  - Special  Project 

1864  Senior  Systems  Program  Analyst 

1865  Systems  and  Procedures  Supervisor,  Special  Project 

1866  Systems  & Procedures  Supervisor 

1870  Programmer  Analyst  Trainer 

1872  Programmer  Analyst 

1873  Systems  Programmer 

1874  Senior  Programmer  Analyst 

1875  Senior  Systems  Programmer 

1876  Data  Process  Program  & Systems  Supervisor 

1877  Supervising  Systems  Programmer 

1940  Assistant  Materials  Coordinator 
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200  Professionals 


1944  Materials  Coordinator 

2119  Health  Care  Analyst 

2140  Hospital  Administrative  Assistant 

2210  Dentist 

2218  Physician  Assistant 

2220  Physician 

2222  Senior  Physician 

2230  Physician  Specialist 

2232  Senior  Physician  Specialist 

2233  Supervising  Physician  Specialist 

2273  Post  M.D.  I 

2275  Post  M.D.  II  . 

2277  Post  M.D.  Ill 

2279  Post  M.D.  IV 

2281  Post  M.D.  V 

2283  Post  M.D.  VI 

2320  Registered  Nurse 

2322  Head  Nurse 

2323  Clinical  Nurse  Specialist 

2324  Nursing  Supervisor 

2326  Nursing  Supervisor,  Psychiatric 

2328  Nurse  Practitioner 

2330  Anesthetist 

2340  Operating  Room  Nurse 

2342  Head  Nurse,  Surgery 

2350  Instructor  of  Nursing 

2441  Diagnostic  Medical  Sonographer  I 

2442  Diagnostic  Medical  Sonographer  II 
2444  Clinical  Laboratory  Technologist 

2446  Senior  Clinical  Laboratory  Technologist 
2450  Pharmacist 

2453  Supervising  Pharmacist 

2454  i Clinical  Pharmacist 
2462  Microbiologist 

2464  Senior  Microbiologist 

2465  Virologist 

2486  Public  Health  Assistant  Toxicologist  II 

2488  Public  Health  Assistant  Toxicologist  III 

2531  Assistant  Chief  - Paramedic  Division 

2538  Audiometrist 

2540  Audiologist 

2542  Speech  Pathologist 

2548  Occupational  Therapist 

2550  Senior  Occupational  Therapist 

2552  Director  of  Activities  Therapy  and  Volunteer  Services,  DMSF 

2553  Director  of  Volunteers  Services,  LHH 

2556  Physical  Therapist 

2558  Senior  Physical  Therapist 
2561  Optometrist 

2565  Acupuncturist 

2566  Rehabilitation  Counselor 

2574  Clinical  Psychologist 

2575  Research  Psychologist 

2576  Supervising  Clinical  Psychologist 
2589  Health  Program  Coordinator  I 
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200  Professionals 


/ 


2591  Health  Program  Coordinator  II 

2594  EAP  Counselor 

2596  Senior  EAP  Counselor 

2620  Food  Service  Manager,  Administrator 

2624  Dietitian 

2626  Chief  Dietitian 

2660  Assistant  Director,  Food  Services 

2785  Assistant  General  Services  Manager 

2802  Epidemiologist  I 

2803  Epidemiologist  II 

2804  Epidemiologist  III 

2806  Disease  Control  Investigator 

2808  Senior  Disease  Control  Investigator 

2810  Principal  Disease  Control  Investigator 
2812  Chief  Deputy  Registrar  of  Vital  Statistics 

2818  Health  Program  Planner 

2819  Assistant  Health  Educator 

2820  Senior  Health  Program  Planner 

2822  Health  Educator 

2823  Mental  Health  Educator 

2825  Senior  Health  Educator 

2830  Public  Health  Nurse 

2832  Supervising  Public  Health  Nurse 

2846  Nutritionist 

2910  Social  Worker 

2912  Senior  Social  Worker 

2920  Medical  Social  Worker 

2922  Senior  Medical  Social  Worker 

2924  Medical  Social  Worker  Supervisor 

2930  Psychiatric  Social  Worker 

2932  Senior  Psychiatric  Social  Worker 

2933  Conservatorship/Case  Management  Supervisor 

2934  Chief  Psychiatric  Social  Worker 

2978  Contract  Compliance  Officer  II 

2992  Contract  Compliance  Officer  I 

3658  Medical  Librarian 

5177  Safety  Officer 

5322  Graphic  Artist 

6120  Environmental  Health  Inspector 

6122  Senior  Environmental  Health  Inspector 

6124  Principal  Environmental  Health  Inspector 

6127  Assistant  Director,  Bureau  of  Environmental  Health 

6137  Assistant  Industrial  Hygienist 

6138  Industrial  Hygienist 

6139  Senior  Industrial  Hygienist 

6140  Hazard  Material  Permit  Program  Manager 

7120  Buildings  and  Grounds  Supervisor 

9734  Staff  Assistant  I 

9736  Staff  Assistant  II 

9742  Staff  Assistant  V 

9744  Staff  Assistant  VI 

9746  Staff  Assistant  VII 
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300  Technicians 


A413  Chief  Respiratory  Technician 
1731  Computer  Operator  Trainee 
1734  Computer  Operator  I 

1736  Computer  Operator  II 

1737  Senior  Computer  Operator 

1738  Computer  Operations  Shift  Supervisor 

1739  Computer  Operations  Supervisor  II 
1860  Computer  Operator  Supplies  Supervisor 
1868  Teleprocessing  Technician 

2112  Medical  Records  Technician 
2114  Medical  Records  Technician  Supervisor 
2120  Institutional  Admitting  Officer 
22'04  Dental  Hygienist 
2240  Radiologist 

2305  Psychiatric  Technician 

2306  Senior  Psychiatric  Orderly 
2310  Operating  Room  Technician 
2312  Licensed  Vocational  Nurse 

2390  Central  Supply  Processing  and  Distribution  Technician 

2392  Senior  Central  Supply  Processing  and  Distribution  Supervisor 

2409  Pharmacy  Technician 

2420  Histology  Technician 

2425  Radiologic  Technologist  I 

2432  Electrocardiograph  Technician 

2434  Senior  Electrocardiograph  Technician 

2436  Electroencephalograph  Technician  I 

2437  Electroencephalograph  Technician  II 

2493  Associate  Radiologic  Technician 

2494  Staff  Radiologic  Technician 

2495  Senior  Radiologic  Technician 

2496  Radiologic  Tech  Supervisor 
2514‘  Orthopedic  Technician  I 
2515  Orthopedic  Technician  II 
2517  Jail  Medical  Technician 

2520  Morgue  Attendant  . 

2522  Senior  Morgue  Attendant 
2526  Ambulance  Driver 
2528  Medical  Steward 
2530  Senior  Medical  Steward 

2532  Paramedic 

2533  EMS  Specialist 

2534  Paramedic  Supervisor 

2536  Respiratory  Care  Practitioner 

2537  Resp.  Care  Practitioner  II 
2903  Eligibility  Worker 

2905  Senior  Eligibility  Worker 

2907  Eligibility  Worker  Supervisor 

2908  Hospital  Eligibility  Worker 

2909  Hospital  Eligibility  Worker  Supervisor 
2946  Senior  Eligibility  Worker  Supervisor 

| 3650  Medical  Records  Librarian 
6108  Environmental  Health  Tech  I 
6110  Environmental  Health  Tech  II 
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400  Protective  Services 


820A  Institutional  Police  Officer 

8205  Institutional  Police  Sergeant 

8206  Institutional  Police  Captain 
8209  Institutional  Police  Lieutenant 


500  Paraprofessionals 


1120  Senior  Orderly 
2202  Dental  Aide 

2301  Orderly  Trainee 

2302  Orderly 

2304  Psychiatric  Orderly 

2402  Laboratory  Helper 

2406  Pharmacy  Helper 

2408  Senior  Pharmacy  Helper 

2416  Bacteriological  Laboratory  Assistant 

2423  Radiologic  Technologist  Intern 

2424  X-Ray  Laboratory  Aide 

2430  Medical  Evaluations  Assistant 

2554  Physical  Therapy  Aide 

2555  Physical  Therapy  Assistant 

2585  Health  Worker  I 

2586  Health  Worker  II 
2587-  Health  Worker  III 
2588  Health  Worker  IV 

3616  Library  Technical  Assistant  I 
9914  Public  Service  Aide  - Administration 
9920  Public  Service  Aide  - Assistant  to  Profes 
9924  Public  Service  Aide  - Health  Services 
9930  Staff  Aide  I,  Special  Project 


sional 


600  Office/Clericals 


| Alll  Senior  Ward  Clerk 

1202  Personnel  Clerk 

1203  Personnel  Technician 

1204  Senior  Personnel  Clerk 
1218  Payroll  Supervisor 
1220  Payroll  Clerk 

1222  Senior  Payroll  and  Personnel  Clerk 

1224  Principal  Payroll  and  Personnel  Clerk 

1226  Chief,  Payroll  & Personnel  Clerk 

1402  Junior  Clerk 

1404  Clerk 

1406  Senior  Clerk 

1408 ■ Principal  Clerk 

1410  Chief  Clerk 

1422  Junior  Clerk  Typist 

1424  Clerk  Typist 

1426  Senior  Clerk  Typist 

1428  Ward  Clerk 

1429  Nursing  Staff  Assistant 

1430  Transcriber  Typist 

1432  Senior  Transcriber  Typist 

1440  Medical  Transcriber  Typist 

1441  Senior  Medical  Transcriber  Typist 
1444  Secretary  I 

. 1446  Secretary  II 
f 1450  Executive  Secretary  I 
1452  Executive  Secretary  II 
1454  Executive  Secretary  III 
1460  Legal  Secretary  II 
1464  Medical  Clerk  Stenographer 
1476  Senior  Claims  Processing  Clerk 
1497  Supervising  Clerk  I 
1498‘  Supervising  Clerk  II 

1602  Calculating  Machine  Operator  Key  Drive 

1630  Account  Clerk 

1632  Senior  Account  Clerk 

1634  Principal  Account  Clerk 

1635  Health  Care  Billing  Clerk  I 

1636  Health  Care  Billing  Clerk  II 

1637  Patient  Accounts  Clerk 

1640  Senior  Accounting  Machine  Operator 
1705  Communication  Dispatcher  II 
1708  Senior  Telephone  Operator 
1710  Chief  Telephone  Operator 

1720  Data  Entry  Operator 

1721  Senior  Data  Entry  Operator 
1807  MIS  Tech  II 

1853  Control  Clerk,  Electronic  Data  Processing 

1855  Senior  Control  Clerk,  Electronic  Data  Processing 

1856  Assistant  Control  Clerk  Supervisor 
| 1858  Control  Supervisor,  EDP 

1920  Inventory  Clerk 

1922  Senior  Inventory  Clerk 

1924  Materials  and  Supplies  Supervisor 


31 


600  Office/ Clericals 


1926  Senior  Materials  and  Supplies  Supervisor 

1930  Warehouse  Worker 

1932  Assistant  Storekeeper 

1934  Storekeeper 

2110  Medical  Records  Clerk 

4306  Collections  Clerk 

4320  Cashier  I 

4321  Cashier  II 

4322  Cashier  III 


700  Skilled  Crafts 
2656  Chef 

7205  Chief  Stationary  Engineer 
7303  Barber 
7324  Beautician 

7333  Apprentice  Stationary  Engineer 

7334  Stationary  Engineer 

7335  Senior  Stationary  Engineer 
7342  Locksmith 

7344  Carpenter 

7345  Electrician 

7346  Painter 

7347  Plumber 

7348  Steamfitter 

7350  Meat  Cutter 

7351  Head  Meat  Cutter 
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800  Service/Maintenance 


2604 

2606 

2608 

2618 

2619 

2650 

2652 

2654 

2708 

2736 

2738 

2740 

2742 

2760 

2770 

2772 

2774 

2780 

2782 

3417 

7203 

7355 

7450 

7510 

7524 


Food  Service  Worker 

Senior  Food  Service  Worker 

Supply  Room  Supervisor 

Food  Service  Supervisor 

Senior  Food  Service  Supervisor 

Assistant  Cook 

Baker 

Cook 

Custodian 

Porter 

Porter  Assistant  Supervisor 

Porter  Supervisor  I 1 

General  Services  Supervisor 

Laundry  Worker 

Senior  Laundry  Worker 

Sewing  Technician 

Senior  Sewing  Technician 

Laundry  Worker  Supervisor 

Laundry  Worker  Superintendent 

Gardener 

Building  & Grounds  Maintenance  Manager 
Truck  Driver 

Shade  and  Drapery  Worker 

Lighting  Fixture,  Maintenance  Worker 

Institution,  Utility  Worker 


( 
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B.  Utilization  Analysis  of  Workforce  by  Division 


The  tables  below  reflect  additional  data  which  provides  the  means  for 
further  analysis  of  the  department's  workforce  composition  by  status 
(Table  4)  and  occupational  groups  (Table  5)  within  each  division. 

I 

Each  division ' s ob.jecti  ve  is  to  achieve  a representative  workforce  by 
increasing  the  number  of  minorities  and  women  in  all  occupational  - 
categories  where  they  are  currently  under-represented.  A representative 
workforce  is  achieved  when  minorities  and  women  within  each  job 
classification  and  occupational  category  are  at  parity  with  the  available 
San  Francisco  Labor  Force.  Although  a division's  objective  to  reach 
parity  in  a specific  job  classification  may  be  difficult  to  achieve, 
reasonable  efforts  must  be  made  and  documented. 

Since  an  increase  in  the  selection  of  qualified  minorities  and  women  is 
based  on  the  extent  of  a division's  workforce  turnover,  resulting  in 
available  positions,  objectives  to  reach  parity  may  not  be  met  during 
fiscal  year  1991-92  but  rather  over  the  next  several  years.  Nevertheless, 
division  managers  and  supervisors  who  recruit,  interview  and/or  make 
offers  of  employment  to  qualified  applicants  can  make  significant  strides 
during  fiscal  year  1991-92  e^nroute  to  achieving  a representative  workforce 
over  this  long  range. 
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Table  4:  Total  Division  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


SAN  FRANCISCO  GENERAL  HOSPITAL 


27.5%  25.0% 


Table  4:  Total  Division  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


Total  Division  by  Race,  Sex,  and  Occupational  Category 


x 


LAGUNA  HONDA  HOSPITAL 


Table  4:  Total  Division  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


TOTAL  DIVISION  BY  RACE,  SEX  AND  OCCUPATIONAL  CATEGORY  - Central  Offlce/CPHS 


S.F.  GENERAL  LABOR  MARKET  9.9%  11.2%  15.3%  5.4%  0.4%  45.2% 


600  Office/Clericals 


Table  4:  Total  Division  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


Total  Division  by  Race,  Sex  and  Occupational  Category 


500  Paraprofessionals 


6/30/91 


Table  4:  Total  Division  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


TABLE  2:  Total  Division  by  Race,  Sex  and  Occupational  Category 


500  Paraprofessionals 


D M S F/  Forensic  Services 


<S)  SO 


Table  4:  Total  Division  by  Ethnicity,  Sex  and  Job  Status 

As  of  June  30,  1991 


AND  OCCUPATIONAL  CATEGORY 


500  Paraprofesslonals 


1 . SAN  FRANCISCO  GENERAL  HOSPITAL  MEDICAL  CENTER  ( SFGHMC) 


As  of  June  30,  1991,  SFGHMC  had  2,476  permanent  and  187  temporary 
employees  for  a total  workforce  of  2,663.  SFGHMC  has  the  largest 
number  of  employees  in  the  Department  and  includes  a large  number  of 
job  classifications  which  require  a license  or  certificate  in  order 
for  an  applicant  to  be  eligible  to  compete  for  available  employment. 

It's  important  to  note  that  201  Interns  and  Residents  are  paid  by  the 
Public  Health  Department,  but  are  hired  and  evaluated  exclusively  by 
staff  under  the  University  of  California  at  San  Francisco  (UCSF). 

Division  objective  is  to  achieve  a representative  workforce  by 
increasing  the  number  of  minorities  and  women  in  all  occupational 
categories  where  they  are  currently  under-represented. 


a.  Dras  (San  Francisco  General  Labor  Force  Parity  is  9.9%) 

(1)  Professionals  - 7.1% 

(2)  Skilled  Crafts  - 3.0% 

Blacks  are  at  or  beyond  their  respective  general  labor 
force  parity  in  the  remaining  6 job  groupings. 


b.  HlSpaniCS  (San  Francisco  General  Labor  Force  Parity  is 
11.2%) 


(1) 

Administrators 

- 10.0% 

(2) 

Professional s 

5.5% 

(3) 

Technicians 

9.3% 

Hispanics  are  at  or  beyond  their  respective  general  labor 
force  parity  in  the  remaining  5 job  groupings. 


Asians 


(San  Francisco  General  Labor  Force  Parity  is  15.3%) 


(1)  Administrators 

(2)  Professionals 

(3)  Technicians 

(4)  Paraprofessional s 


12.5% 

10.7% 

11.7% 

14.5% 


Asians  are  at  or  beyond  their  respective  general  labor 
force  parity  in  the  remaining  4 job  openings. 


I 
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o.  Filipinos  (San  Francisco  General  Labor  Force  Parity  is  5.4%) 

Filipinos  are  at  or  beyond  their  respective  general  labor  force 
parity  in  all  8 job  groupings. 


e.  American  Indians  (San  Francisco  General  labor  Force  Parity  is 

0.4%) 


(1) 

Administrators 

- 0.0% 

(2) 

Professional s 

- 0.2% 

(3) 

Technicians 

- 0.2% 

(4) 

Paraprofessional s 

- 0.0% 

(5) 

Off i ce/Cl eri cal 

- 0.2% 

(6) 

Skilled  Crafts 

- 0.0% 

(7) 

Service/Mai ntenance 

- 0.0% 

American  Indians  are  beyond  their  respective  general  labor  force 
parity  in  the  one  remaining  job  grouping. 


f.  Females  (San  Francisco  General  Labor  Force  Parity  is  45.2%) 

(1)  Skilled  Crafts  - 9.1% 

(2)  Service/Maintenance  - 31.4% 

Females  are  well  beyond  their  respective  general  labor  force 
parity  in  the  remaining  6 job  groupings. 

Overall  in  this  division,  Asians,  Hispanics,  and  American  Indians  are  the 
three  protected  groups  most  under-utilized  at  SFGHMC. 


2.  LAGUNA  HONDA  HOSPITAL  (LHH) 

As  of  June  30,  1991,  the  workforce  at  Laguna  Honda  Hospital  (LHH) 

( totaled  1594;  1504  are  permanent;  90  are  temporary.  Ninety-  two 

percent  of  the  LHH  workforce  is  permanent,  with  the  majority  of  jobs 
being  in  the  paraprofessional  job  grouping.  Laguna  Honda  has  the 
highest  ratio  of  permanent  status  employees  of  all  department 
divisions . 

Division  objective  is  to  achieve  a representative  workforce  by 
increasing  the  number  of  minorities  and  women  in  all  occupational 
categories  where  they  are  currently  under-represented. 
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a.  Blacks  (San  Francisco  General  Labor  Force  Parity  is  9 . 91) 

(1)  Professionals  - 5.51 

(2)  Skilled  Crafts  - 9.71 

Blacks  are  well  beyond  their  respective  general  labor  force 
parity  in  the  remaining  6 job  groups. 

b.  Hispanics  (San  Francisco  General  Labor  Force  Parity  is  11.21) 


(1)  Administrators  - 0.01 

(2)  Professionals  - 2.81 

(3)  Technicians  - 8.01 

(4)  Protective  Services  - 0.01 

(5)  Paraprofessional s - 6.31 

(6)  Office/Clerical  - 9.81 

(7)  Skilled  Crafts  - 9.71 


Hispanics  are  beyond  their  respective  general  labor  force  parity 
in  the  one  remaining  job  group. 

c.  Asians  (San  Francisco  General  Labor  Force  is  15.31) 


(1) 

Administrators 

- 

15.01 

(2) 

Professional s 

- 

H.11 

(3) 

Technicians 

- 

6.91 

(4) 

Protective  Services 

- 

0.01 

(5) 

Paraprofessionals 

- 

5.31 

(6) 

Ski  1 1 ed  Crafts 

- 

12.91 

Asians  are  beyond  their  respective  general  labor  force  parity  in 
the  two  remaining  job  grouping. 


d. 


Filipinos 


(San  Francisco  General  Labor  Force  e Parity  is  5 . 41) 


(1)  Administrators  - 5.01 

(2)  Skilled  Crafts  - 3.41 

Filipinos  are  well  beyond  their  respective  general  labor  force 
parity  in  the  remaining  6 job  groups. 


American  Indians  (San  Francisco  General  Labor  Force  Parity  is 

0.41) 


(1) 

Professional s 

- 

0 . 01 

(2) 

Protective  Services 

- 

0.01 

(3) 

Paraprofessionals 

- 

0.01 

(4) 

Offi ce/Cleri  cal 

- 

0.01 

(5) 

Ski  1 1 ed  Crafts 

- 

0.01 

(6) 

Servi ce/Mai ntenance 

- 

0 . 31 

American  Indians  are  at  parity  in  tne  remaining  two  job  groups. 
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f.  Females  (San  Francisco  General  Labor  Force  Parity  is  45 . 21) 


(1) 

Protective  Services 

0.0% 

(2) 

Skilled  Crafts 

3.27, 

(3) 

Service/Maintenance 

- 30.  17, 

Females  are  well  beyond  their  respective  general  labor  force 
parity  in  the  5 remaining  job  groups. 

On  a division-wide  basis,  Asians,  H i span i c s and  American  Indians  are 
the  3 protected  groups  most  under-utilized  at  Laguna  Honda  Hospital. 

3.  COMMUNITY  MENTAL  HEALTH  SERVICES  (CMHS) 

This  division  has  a total  of  412  employees;  381  of  which  are 
permanent  and  31  of  which  are  temporary.  The  Protective  Services, 
Skilled  Crafts,  and  Service/Maintenance  occupational  categories  are 
not  utilized  in  this  division. 


a.  biacKs  (San  Francisco  General  Labor  force  Parity  is  9 . 9%) 

(1)  Professionals  - 3.67. 

Blacks  are  at  their  respective  general  labor  force  parity  in  the 
4 remaining  job  groups. 

b.  Hispanics  (San  Francisco  General  Labor  Force  Parity  is  1 1 .27.) 

(1)  Technicians  - 6.3 1 

Hispanics  are  at  their  respective  general  labor  force  parity  in 
the  4 remaining  job  groups. 

c.  Asians  (San  Francisco  General  Labor  Force  Parity  is  15.3%) 

(1)  Technicians  - 12.57. 

Asians  are  at  their  respective  general  labor  force  parity  in  the 
4 remaining  job  groups. 

d.  Filipinos  (San  Francisco  General  Labor  Force  Parity  is  5 . 47.) 

(1)  Administrators  - 0.07. 

(2)  Paraprofessional  s - 2.97. 

Filipinos  are  at  their  respective  general  labor  force  parity  in 
the  3 remaining  job  groups. 
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e.  American  Indians  (San  Francisco  General  Labor  Force  Parity  is 

0.41) 


(1) 

Administrators 

- 0.01 

(2) 

Technicians 

- 0.01 

(3) 

Paraprofessional s 

- 0.01 

(4) 

Off i ce /Cl eri cal 

- 0.01 

(5) 

Professional s 

- 0 . 01 

American 

Indians  are  under- 

represented  in  ; 

categories. 

f.  Females  (San  Francisco  General  Labor  Force  Parity  is  45.21) 
(1)  Technicians  - 31.31 


Females  are  at  their  respective  general  labor  force  parity  in 
the  4 remaining  job  groups. 

While  there  is  no  minority  or  female  group  under-representation  on  a 
division-wide  basis,  Filipinos,  and  American  Indians  are  the  only  two 
protected  groups  experiencing  under-utilization  in  more  than  one  job 
category  in  CMHS. 


4.  FORENSIC  SERVICES 


This  division  has  a total  of  135  employees:  122  are  permanent,  and  13 
are  temporary.  The  protective  services,  administrator, 
service/maintenance  and  skilled  crafts  job  categories  are  not 
util ized  in  this  division. 

Division  objective  is  to  achieve  a representative  workforce  by 
increasing  the  number  of  minorities  and  women  in  all 
occupational  categories  where  they  are  currently 
under-represented . 

a.  Blacks  (San  Francisco  General  Labor  Force  Parity  is  9 . 91) 

There  is  no  under-utilization  of  Blacks  within  the  4 job 
categories  utilized  in  this  division. 

b.  HI SDam CS  (San  Francisco  General  Labor  Force  Parity  is 
1 1 .21) 

(1)  Professionals  - 7.01 

There  is  no  under-utilization  in  the  3 remaining  job  groups 
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c.  Asians  (San  Francisco  General  Labor  Force  Parity  is  15.3%) 


(1) 

Professionals 

7.0% 

(2) 

Technicians 

10.0 

(3) 

Office/Clerical 

0.0% 

(4) 

Paraprofessional s - 

0.0% 

Asians  are  underrepresented  in  all  4 utilized  job  groups. 

d.  Filipinos  (SF  General  Labor  Force  Parity  is  5.4%) 

(1)  Technicians  - 0.0% 

There  is  no  under-utilization  in  the  three  remaining  job 
groups . 

e.  American  Indians  (San  Francisco  General  Labor  Force 

Parity  is  0.4%) 


(1) 

Professionals 

0.0% 

(2) 

Technicians 

0.0% 

(3) 

Paraprofessional s - 

0.0% 

(4) 

Office/Clericals 

0.0% 

f.  i Bifid  I es  (San  Francisco  General  Labor  Force  Parity  is 
45.2%) 


Women  are  at  full  parity  in  all  £ job  groups. 

On  a division-wide  basis,  Asians,  and  American  Indians  are 
under-utilized. 

5.  COMMUNITY  SUBSTANCE  ABUSE  SERVICES  (CSAS) 

This  division  has  a total  of  58  employees:  43  are  permanent .and 

15  are  temporary.  The  protective  services,  skilled  crafts,  and 
service/maintenance  job  categories  are  not  utilized  in  this 
division.  Furthermore,  there  are  only  2 employees  in  the 
administrator  category,  and  less  than  10  employees  in  the 
paraprofessional  and  clerical  job  groupings. 

Division  objective  is  to  achieve  a representative  workforce  by 
increasing  the  number  of  minorities  and  women  in  all 
occupational  categories  where  they  are  currently 
under-represented . 
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Blacks  (San  Francisco  General  Labor  Force  Parity  is  9.91) 


There  are 

no  areas  of  under-utilization  for  this  protected 

group. 

Hispanics 

(San  Francisco  General 

Labor  Force  Parity  is 

11.2%) 

(1) 

Administrators 

0.0% 

(2) 

Paraprofessional  s - 

0.0% 

Hispanics 

are  at  parity  in  the  3 

remaining  job  groups. 

Asians  (San  Francisco  General  Labor  Force  Parity  is  1 5 . 37.) 

(1) 

Administrators 

0.0% 

(2) 

Professionals 

6.9% 

(3) 

Technicians 

0.0% 

(4) 

Paraprofessional s - 

0.0% 

(5) 

Clerical 

0.0% 

Asians  are  underrepresented  in  all  5 job  groups. 

Filipinos 

(San  Franci sco  General 

Labor  Force  Parity  is 

5.4%) 

(1) 

Administrators 

0.0% 

(2) 

Technicians 

0.0% 

(3) 

Paraprofessional s - 

0 . 0% 

Filipinos  are  at  parity  in 
groups . 

the  two  remaining  job 

American  Indians  (San  Francisco 

General  Labor  Force 

Parity  is 

0.4%) 

(1 ) 

Administrators 

0.0% 

(2) 

Professionals 

0 . 0% 

(3) 

Technicians 

0 . 0% 

(4) 

Paraprofessional s - 

0.0% 

(5) 

Office/Clericals 

0.0% 

There  is 

under-representation  in 

all  uti 1 i zed  job 

categories  for  this  protected  gr 

oup. 

Females 

t — 111,1 1 r 

(San  Francisco  General 

Labor  Force  Parity  is 

Parity  achieved  for  all  occupational  categoric  utilized  in 
this  a i v i sion. 
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An  analysis  of  the  above  data  indicates  that  Asians  and  American  Indians 
are  the  two  protected  groups  most  severely  under-utilized  at  CSAS. 


6.  CENTRAL  OFFICE  (CO)  COMMUNITY  PUBLIC  HEALTH  SERVICES  (CPHS) 

As  of  June  30,  1991,  the  workforce  at  CO/CPHS  totaled  993;  794  are 
permanent,  and  199  are  temporary.  The  skilled  crafts  job  group  is 
not  utilized  in  CPHS;  there  are  only  three  employees  in  the 
Protective  Services  grouping. 

Division  objective  is  to  achieve  a representative  workforce  by 
increasing  the  number  of  minorities  and  women  in  all  occupational 
categories  where  they  are  currently  under-represented. 


a. 


(San  Francisco  General  Labor  Force  parity  is  9.91) 


Blacks  have  achied  workforce  parity  ^n  all  7 job  categories 
utilized  in  this  division. 


Francisco  General  Labor  Force  parity  is  1 1 .21) 


(1)  Professionals 

(2)  Service/maintenance 


9.6% 

7.7% 


Hispanics  are  at  parity  in  the  5 remaining  job  groups. 


c. 


(San  Francisco  General  Labor  Force  parity  is  1 5 . 3%) 


(1)  Administrators 

(2)  Skilled  Crafts 


14.0% 
0 . 0% 


Asians  are  at  parity  in  the  5 remaining  job  groups. 


I 


Francisco  General  Labor  Force  parity  is  5 . 4%) 


(1)  Professionals 

(2)  Skilled  Crafts 


4 . 6% 
0 . 0% 


Filipinos  are  at  parity  in  the  5 remaining  job  groups. 
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B.  Utilization  Analysis  of  Workforce  by  Division  (continued) 

The  Department  of  Public  Health  utilizes  approximately  one  hundred  and 
fourteen  (114)  classifications  which  require  a license  or  certificate  from 
the  the  applicant  before  he/she  may  be  considered  for  an  available 
position.  Since  each  division's  objective  is  to  achieve  a representative 
workforce  at  parity  with  the  available  labor  market,  an  externally  imposed 
special  license  or  certificate  often  reduces  labor  market  availability. 
Consequently,  the  Department  of  Public  Health  uses  appropriate  San 
Francisco  Qualified  Labor  Force  availability  figures  per  1980  Census  for 
particular  classifications  instead  of  the  general  San  Francisco  labor 
market  data  in  attempting  to  achieve  a representative  workforce. 

The  following  list  identifies  the  department's  114  classifications 
requiring  a license/certificate  and  distinguishes  which  classifications 
are  based  on  San  Francisco  Qualified  Labor  Group  Data  so  as  to  more 
accurately  determine  the  utilization  and  availability  of  minorities  and 
females  in  specialized  classifications. 


61 


labor  market  availability 

DEPARTMENT  OF  PUBLIC  HEALTH  CLASSIFICATIONS 
(WHERE  LI  CENSE/CERT  IR  CATE  REQUIRED) 

Per  1980  Census 


CLASSIFICATIONS 


% LABOR  MARKET  AVAILABILITY 


TOO  Officials/Administrators 
1168  Director  of  Health 

2116  Associate  Director  of  Medical  Records 

2117  Chief,  Medical  Records 

2118  Director,  Medical  Records 
2171  Medical  Director,  LHH 

2212  Director,  Division  of  Dental  Health 
2344  Chief  of  Surgery  Nurses 
2352  Assistant  Director  of  Nursing 
2366  Assistant  Director  of  Nurses,  LHH 

2368  Assistant  Director  of  Nurses,  SFGHMC 

2369  Director  of  Nurses,  LHH 

2370  Director  of  Nurses,  SFGHMC 
2431  Chief  Radiologic  Technologist 
2438  Administrative  Director  Radiology 

2451  Senior  Pharmacist,  LHH 

2452  Director  of  Pharmaceutical  Services 
2455  Pharmacy  Director 

2466  Chief  Microbiologist 

2490  Public  Health  Chemist  III 

2492  Director,  Public  Health  Laboratories 

2535  Chief,  Paramedic  Division 

2833  Public  Health  Nursing  Administrator 

2836  Director  of  Public  Health  Nursing 

6126  Director,  Bureau  of  Environmental  Health  Svcs 

6127  Asst.  Director,  Bureau  of  Env  Health  Services 


I 


categories  by  race  and  sea  from  the  Association  of  Bay  Area  Governments. 

Numerical  Code  is:  1-  White  3-  Hispanic  5-  F’l.p.no  u 

2-  Black  4-  Asian  6-  American  Indian  8-  Female 


Means  labor  group  data  unavailable,  therefore  utilization  cannot  be  computed. 


I 
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LABOR  MARKET  AVAILABILITY 
DEPARTMENT  OF  PUBLIC  HEALTH  CLASSIFICATIONS 
(WHERE  LICENSE/CERTIFICATE  REQUIRED) 

Per  1980  Census 

• 


CLASSIFICATIONS  X LABOR  MARKET  AVAILABILITY 


1 

| 1 

l 

1 

1 

2 

4 

1 

I 

6 

1 

I 

6 

7 

1 

| 

8 1 

POO 

Professionals 

| 

1 

| 

| 

I 

| 

1 

| 

I 

| 

2210 

Denti st 

| 76.1 

2.2 

1 

2.8 

13-5 

| 

4.7 

I 

0.7 

91  .6 

| 

8.4  | 

2218 

Physician  Assistant 

| 79.2 

6-8 

1 

7.4 

4.0 

| 

1 .4 

| 

0.0 

63-9 

| 

36.2  1 

2220 

Physician 

j 87.5 

3.4 

1 

2.4 

4.8 

I 

1.7 

I 

0.0 

83.2 

| 

16.8  1 

2222 

Senior  Physician 

| 87.5 

3.4 

1 

2.4 

4.8 

| 

1.7 

I 

0-0 

83.2 

| 

16-8  1 

2230 

Physician  Specialist 

| 87.5 

3.4 

1 

2.4 

4-8 

I 

1 .7 

I 

0-0 

83.2 

| 

16.8  1 

2232 

Senior  Physician  Specialist 

| 87.5 

3.4 

1 

2.4 

4.8 

| 

1.7 

| 

0-0 

83-2 

| 

16- 8 | 

2233 

Supervising  Physician  Specialist 

| 87.5 

3.4 

1 

2.4 

4-8 

| 

1.7 

| 

0-0 

83.2 

| 

16-8  1 

2240 

Radiologist 

| 87.5 

3.4 

1 

2.4 

4.8 

| 

1 .7 

| 

0-0 

83.2 

| 

16.8  1 

2273 

Post  M.D.  I 

1 87.5 

3.4 

1 

2.4 

4.8 

| 

1.7 

I 

0-0 

83.2 

I 

16.8  1 

2275 

Post  M.D.  II 

| 87.5 

3.4 

1 

2.4 

4.8 

| 

1.7 

| 

0-0 

83.2 

| 

16.8  1 

2277 

Post  M.D.  Ill 

| 87.5 

3.4 

1 

2.4 

4.8 

| 

1 .7 

| 

0-0 

83.2 

| 

16.8  1 

2279 

Post  M.D.  IV 

1 87.5 

| 

3.4 

1 

2.4 

4.8 

| 

1 .7 

I 

0-0 

93-2 

| 

15-8  | 

2281 

Post  M.D.  V 

1 87.5 

3.4 

1 

2.4 

4.8 

| 

1 .7 

I 

0-0 

83.2 

| 

158  1 

' 2283 

Post  M.D.  VI 

1 87.5 

3.4 

1 

2.4 

4.9 

| 

1 .7 

I 

0.0 

83-2 

| 

16.8  1 

1 2320 

Registered  Nurse 

j 77.4 

7.2 

1 

4-5 

7.5 

| 

2.6 

| 

0.5 

5.7 

| 

94.3  1 

2322 

Head  Nurse 

j 77.4 

7.2 

1 

4-5 

7.5 

| 

2.6 

| 

0-5 

5-7 

| 

94.3  1 

,7^3 

Clinical  Nurse  Specialist 

1 77.4 

7.2 

1 

4-5 

7.5 

| 

2.6 

I 

0.5 

5.7 

I 

94.3  1 

|l  f 

Nursing  Supervisor 

1 77.4 

7.2 

1 

4.5 

7.5 

| 

2.6 

| 

0-5 

5-7 

| 

94.3  I 

2326 

Nursing  Supervisor,  Psychiatric 

1 77.4 

7.2 

1 

4.5 

7.5 

| 

2.6 

| 

0-5 

5.7 

| 

94.3  I 

2328 

Nurse  Practitioner 

1 77.4 

7.2 

1 

4-5 

7.5 

| 

2.6 

1 

0-5 

5.7 

I 

94.3  1 

2330 

Anesthetist 

| 77.4 

7 -2 

1 

4.5 

7.5 

| 

?.  6 

| 

0-5 

5-7 

| 

94.3  1 

2340 

Operating  Room  Nurse 

| 77.4 

7.2 

1 

4.5 

7.5 

| 

2.6 

| 

0.5 

5-7 

| 

94.3  1 

2342 

Head  Nurse,  Surgery 

j 77.4 

7.2 

1 

4.5 

7.5 

| 

2.6 

| 

0.5 

5-7 

| 

94.3  I 

2350 

Instructor  of  Nursing 

j 77.4 

7.2 

1 

4-5 

7.5 

| 

2.6 

| 

0.5 

5-7 

| 

94.3  | 

2441 

Diagnostic  Medical  Sonographer  I 

| 71.8 

9-5 

1 

6.2 

9.1 

| 

2.8 

| 

0-9 

45.O 

| 

55-0  1 

2442 

Diagnostic  Medical  Sonographer  II 

1 71.8 

9-5 

1 

5-? 

8.1 

| 

2.8 

| 

0-9 

45.O 

| 

55.0  1 

2444 

Clinical  Laboratory  Technologist 

1 71.8 

9-5 

1 

6.2 

8.1 

| 

2.8 

| 

0-9 

45-0 

| 

55-0  1 

2446 

Senior  Clinical  Laboratory  Technologist 

| 7-1.8 

9-5 

1 

6.2 

8.1 

| 

2.8 

| 

0-9 

45.0 

| 

55.0  1 

2450 

Pharmacist 

1 58.8 

3.0 

1 

4.0 

25-2 

| 

8.9 

| 

0.2 

73.2 

| 

26-8  1 

2453 

Supervising  Pharmacist 

1 58.8 

3.0 

1 

4.0 

25.2 

| 

9.8 

I 

0.2 

73.2 

I 

26.8  1 

2454 

Clinical  Pharmacist 

| 58.8 

3.0 

1 

4.0 

25.2 

| 

8-8 

| 

0.2 

73.2 

I 

26.8  1 

2462 

Microbiologi st 

1 76.9 

3.4 

1 

3-3 

12.1 

| 

4.3 

| 

0-0 

73.2 

I 

26-8  i 

2464 

Senior  Microbiologist 

| 76.9 

3-4 

1 

3-3 

12.1 

| 

4.3 

| 

0-0 

73.2 

| 

269  1 

2465 

Vi rologi st 

1 76.9 

3.4 

1 

3-3 

12.1 

| 

4.3 

I 

0-0 

73.2 

I 

26.8  1 

2486 

Public  Health  Asst.  Toxicologist  II 

1 76.9 

3.4 

1 

3-3 

12.1 

| 

4.3 

| 

0-0 

73.2 

I 

26-8  1 

2488 

Public  Health  Asst.  Toxicologist  III 

| 76.9 

3.4 

1 

3-3 

12.1 

| 

4.3 

| 

0-0 

73.2 

| 

26-8  1 

2538 

Audiometrist 

1 91.0 

5-9 

1 

0-0 

2.4 

| 

0-8 

| 

0-0 

9-3 

| 

90  -7  I 

2540 

Audi ol ogi st 

1 91.0 

5-9 

1 

0-0 

2.4 

| 

0.8 

1 

0-0 

9-3 

| 

90.7  1 

2542 

Speech  Pathologist 

1 91.0 

5-8 

1 

o.o 

2.4 

| 

0-8 

| 

0.0 

9-3 

| 

90.7  I 

2548 

Occupational  Therapist 

1 79.4 

O 

o 

_L 

5-9 

J-L.0- 

3-8 

_L 

0.0 

13-0 

_L 

87.0 

I 
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LABOR  MARKET  AVAILABILITY 
DEPARTMENT  OF  PUBLIC  HEALTH  CLASSIFICATIONS 
(WHERE  LICENSE/CERTIFICATE  REQUIRED) 

Per  1980  Census 


CLASSIFICATIONS 


X LABOR  MARKET  AVAILABILITY 


1 

1-1- 

2 

3 

1 

I 

4 

1 

I 

5 

1 

I 

5 

1 

7 1 

8 

200 

Professionals  (continued) 

1 

| 

| 

| 

1 

1 

I 

I 

I 

1 

2550 

Senior  Occupational  Therapist 

| 79.4 

0-0 

8.8 

I 

n.o 

| 

3.8 

I 

0.0 

13.0  | 

87.0 

2556 

Physical  Therapist 

| 84.9 

1.8 

2.7 

| 

7.8 

| 

2.8 

| 

0.0 

20.1  1 

79-9 

2558 

Senior  Physical  Therapist 

j 84.9 

1.8 

2.7 

| 

7.8 

| 

2.8 

| 

0-0 

20.1  1 

79-9 

2561 

Optometrist 

1 * 

2565 

Acupuncturi st 

1 * 

2574 

Clinical  Psychologist 

j 85.6 

7-0 

3.7 

I 

2.4 

| 

0-9 

1 

0-0 

44.4  1 

55.5 

2576 

Supervising  Clinical  Psychologist 

j 85.6 

7.Q 

3.7 

| 

2.4 

| 

0-9 

| 

0-0 

44.4  1 

55-5 

2624 

Dietitian 

| 68.1 

11.1 

7.1 

| 

9-7 

| 

3.4 

I 

0.5 

13.3  I 

85-7 

2626 

Chief  Dietitian 

| 68.1 

11.1 

7.1 

| 

9-7 

| 

3.4 

I 

0.5 

13.3  1 

85-7 

2830 

Public  Health  Nurse 

j 77.4 

7.2 

4.5 

| 

7.5 

| 

2.5 

| 

0.5 

5.7  1 

94.5 

2832 

Supervising  Public  Health  Nurse 

j 77.4 

7.2 

4.5 

| 

7.5 

| 

2.5 

I 

0.5 

5.7  I 

94.- 

2846 

Nutritionist 

j 68.1 

11.1 

7.1 

| 

9-7 

| 

3.4 

| 

0.5 

13.3  1 

2922 

Senior  Medical  Social  Worker 

| 65.4 

18-1 

8-5 

| 

5.0 

| 

1.8 

| 

l.l 

36.4  | 

5?.-, 

2924 

Medical  Social  Worker  Supervisor 

j 65.4 

18-1 

8.5 

| 

5.0 

| 

1.8 

| 

l.l 

36.4  1 

53. ( 

2932 

Senior  Psychiatric  Social  Worker 

| 65.4 

18.1 

8.5 

| 

5.0 

| 

1.8 

I 

l.l 

36.4  | 

53-5 

2934 

Chief  Psychiatrist,  SW 

| 65.4 

18.1 

8-5 

| 

5.0 

| 

1.8 

I 

l.l 

36.4  | 

53- ( 

6120 

Environmental  Health  Inspector 

1 * 

6122 

Senior  Environmental  Health  Inspector 

1 * 

6124 

Principal  Environmental  Health  Inspector 

1 * 

6127 

Asst  Director.  Bureau  of  Environmental  Health  1 * 

6138 

Industrial  Hygienist 

| * 

6139 

Senior  Industrial  Hygienist 

1 * 

64 
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LABOR  MARKET  AVAILABILITY 
DEPARTMENT  OF  PUBLIC  HEALTH  CLASSIFI CATIONS 
(WHERE  LICENSE/CERTIFICATE  REQUIRED) 

Per  1980  Census 


CLASSIFICATIONS  % LABOR  MARKET  AVAILABILITY 


■2112  Medical  Records  Technician 
■ 2114  Medical  Records  Technician  Supervisor 


,2204  Dental  Hygienist 

| 83.9  I 

1.8  1 

2.5 

8.7 

3.0 

0.0 

1.5 

98.5 

^2305  Psychiatric  Technician 

j 71.8  1 

9.5  1 

6.2 

8.1 

2.8 

0.9 

45.0 

55.0 

2312  Licensed  Vocational  Nurse 

| 52.6  1 

30.6  1 

7.1 

6.2 

2.2 

0.7 

7.5 

92.5 

‘2392  Sr  Central  Supply  Processing  & Dist  Tech 

* 1 

* 

* 

* 

* 

* 

'2425  Radiologic  Technologist  I 

| 68.4  1 

8.9  1 

8.4 

10.4 

3.7 

0.2 

35.6 

64.4 

‘ 2426  Radiologic  Technologist  II 

| 68.4  1 

8.9  1 

8.4 

10.4 

3.7 

0.2 

35.6 

64.4 

2427  Radiologic  Technologist  III 

1 68.4  1 

8.9  1 

8.4 

10.4 

3.7 

0.2 

35.6 

64.4 

1 

; 2428  Supervising  Radiologic  Technologist  I 

| 68.4  | 

8.9  1 

8.4 

10.4 

3.7 

0.2 

35.6 

64.4 

; 2429  Supervising  Radiologic  Technologist  II 

| 68.4  | 

8.9  1 

8.4 

10.4 

3.7 

0.2 

35.6 

64.4 

‘2432  Electrocardiograph  Technician 

| 71 .8  1 

9.5  1 

6.2 

8.1 

2.8 

0.9 

45.0 

55.0 

‘i’^24  Senior  Electrocardiograph  Technician 

1 71.8  1 

9.5  1 

6.2 

8.1 

2.8 

0.9 

45.0 

55.0 

| Electroencephalograph  Technician  I 

| 71.8  1 

9.5  1 

6.2 

8.1 

2.8 

0.9 

45.0 

55.0 

‘2437  Electroencephalograph  Technician  II 

1 71.8  1 

9.5  1 

6.2 

8.1 

2.8 

0.9 

45.0 

55.0 

‘2517  Jail  Medical  Technician 

| 52.6  | 

30.6  1 

7.1 

6.2 

2.2 

0.7 

7.5 

92.5 

‘2526  Ambulance  Driver 

1 * 1 

‘2528  Medical  Steward 

* 1 

* 

* 

* 

* 

« 

« 

'2532  Paramedic 

| * | 

"2533  EMS  Specialist 

1 * 1 

"2534  Paramedic  Supervisor 

1 * 1 

'7303  Barber 

| 57.3  | 

13.0  1 

20.7 

6.1 

2.1 

0.5 

83.6 

16.4 

"7324  Beautician 

1 66.1  | 

8-5  1 

14-5 

7-3 

2-5 

_£L§_J 

-J.L6.-1 

80.4 

I 


It 
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C.  Utilization  Analysis  of  Primary  Classifications 

"Primary"  classifications,  as  used  in  this  document,  refers  to  only 
those  classifications  which  currently  include  twenty  (20)  or  more 
employees . 

Individual  utilization  analysis  worksheets  have  been  prepared  for 
each  of  these  primary  classifications. 

Information  in  the  "Goals"  section  for  all  primary  classifications 
are  absent  because  the  department's  "Goals"  are  computed  for 
"Occupational  Categories"  rather  than  for  individual  ^ 

classifications.  (See  Goals  and  Timetables). 


I 
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Utilization  Analysis 


CLASS (ES):  1404  Clerk 

01BOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57^ 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

46.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

8 

13 

16 

17 

15 

0 

21 

OO 

69  l 

% 

11,6 

18.8 

23.2 

24.6 

21.7 

0 

30.4 

69.6 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

20.1 

200.0 

207.1 

161.8 

401.9 

0 

55.5 

153.9 

1991-92  Goals: 

i 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

V 

# 

0 

0 

0 

0 

Q 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAL 

# 0 0 0 0 0 0 Q 0 0 1 

% 0 I 0 I 0 I 0 [ Q 0 I 0 1 0 0 1 


Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 1 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

K 

0 

0 

0 

0 

0 

0 

0 

0 
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Utilization  Analysis 


CLASS (ES)  : 1424  Clerk  Typist 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57.8 

9.9 

11.2 

15.3 

5,4 



54.8 

4j,2  , 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

15 

16 

19 

21 

25 

2 

20 

78 

98 

% 

15.3 

16.3 

19.4 

21.4 

25.5 

2.0 

20.4 

79.6 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

26.5 

164.6 

173.2 

139.9  | 

472.2 

500.0 

37.2 

176.1 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

Q 

0 

0 

0 

0 

Q 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

1 

2 

4 

1 

1 

0 

1 

8 

9 

% 

11.1 

22.2 

44.4 

11.1 

11.1 

0 

11.1 

88.9 

100.0 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

19.2 

224.2 

396.4 

72.5 

205.5 

0 

20.3 

196.7 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 
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Utilization  Analysis 


CLASS(ES) : 1426  Senior  Clerk  Typist 

t0BOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

57,  8 

9.9 

11.2 

15.3 

5.4 

.Q -lA 

54.8 

46.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

25 

17 

20 

20 

30 

0 

19 

93 

112 

22.3 

15,2 

17,9 

17.9 

26.7 

0 

17.0 

83.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

38.6 

153.5 

159.8 

116.9 

494.4 

0 

31.0 

179.6 

1991-92  Goals: 

A 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

f 

# 

0 

0 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

It 

0 

1 

2 

0 

1 

0 

0 

4 

4 

% 

0 

25.0 

50.0 

0 

25.0 

0 

0 

100.0 

100.0  ' 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind 


0 

252.5 

446.4 

0 

462.9 

0 

0 

221.2 

32  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 
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Utilization  Analysis 


CLASS (ES):  1428  Ward  Clerk 

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Force  446.  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


59.1 

18.  P— 

8.6 

10.2 

3.4 

_l3 

i e,? 



PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

TOTAL 

it 

10 

47 

17 

11 

\ 

11 

0 

6 

90 

96 

% 

10.4 

48.9 

17.7 

11.5 

11.5 

0 

6.3 

93.7 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

% 

17.6 

493.9 

158.0 

75.2 

212.9 

0 

38.9 

111.8 

1991-92  Goals: 

White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

it 

0 

0 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


it 
% 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

1 p 

0 

0 

1991-92  Goals: 

White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

it 

0 

0 

0 

0 

0 

0 

0 

0 

White  Black  Hispanic  Asian  Filipino  Am  Ind 
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Utilization  Analysis 


CLASS(ES):  1446  Secretary  II 

. ®OR  MARKET  AVAILABILITY:  San  Francisco  General 

Labor  Force  per  1980  Census 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

57.8 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

13 

3 

6 

3 

7 ! 

0 

5 

27 

32 

% 

40.6 

9,4 

18  .7 

9.4 

21,9 

0 

15.6 

84.4 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind 

Male 

Female 

% 

70.2 

94.9 

167.0 

61.4 

405.5 

0 

28.5 

186.7 

1991-92  Goals: 

i 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

it 

0 

1 

0 

1 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

5 

5 

5 

1 

1 

4 

0 

2 

18 

20 

% 

25.0 

25.0 

2,5  tQ 

..  -S.Q 

20.0 

0 

10.0 

90.0 

100.0  1 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

43.3 

252.5 

223.2 

32,7 

370,4 

0 

18.2 

199.1 

?2  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

Q 

_Q 

0 

Q 

0 

0 

0 
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Utilization  Analysis 


CLASS (ES):  1630  Account  Clerk 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

* 

57.8 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 

White  Black  Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

ft 

4 

2 

9 

16 

9 

0 

16 

24 

40 

% 

10.0 

5.0 

22.5 

40.0 

22.5 

0 

40.0 

60.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind 

Male 

Female 

% 

17.3 

50.5 

200.9 

261.4 

416.7 

0 

173.0 

132.7 

- 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

J 

ft 

0 

1 

Q 

Q 

Q 

0 

0 

Q 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

ft 

0 

0 

1 

0 

( 

0 

0 

0 

1 

1 

% 

0 

0 

100.0 

0 

Q 

0 

Q 

1QQ»0 

100. c 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

892.8 

0 

0 

0 

0 

221.2 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

ft 

Q 

0 

Q 

Q_ 

0 

Q 

Q 

Q 
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Utilization  Analysis 


CLASS(ES):  1720  Data  Entry  Operator 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

t 

57.8 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 

Current  Composition  ( 6/30/91) 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

T0TAI 

# 

0 

4 

5 

8 

8 

0 

3 

22 

25 

% 

0 

16.0 

20.0 

32.0 

32.0 

0 

12.0 

88.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

161.6 

178.5 

209.1 

592.5 

1 

| o 

21.9 

194.6 

1991-92  Goals 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

0 

0 

0 

0 

0 

0 

4 

TEMPORARY  EMPLOYMENT 

Current  Composition  (6/30/91') 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

T0TA1 

U 

0 

1 

2 

1 

0 

0 

1 

3 

4 

% 

0 

25.0 

50.0 

25.0 

0 

0 

25.0 

75.0 

100.' 

Utilization  (Current  Composition/Labor  Market  Availability): 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

252.5 

446.4 

163.3 

0 

0 

. 45.6 

165.9 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

Q 

Q 

0 

Q 

Q 

Q 

Q 

« 
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Utilization  Analysis 


CLASS (ES):  2110  Medical  Records  Clerk 

A.BOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  #205  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

52.2 

8,7-  - 

16.6 

16.9 

5^ 

0 

10.7 

89.3 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

9 

12 

3 

5 

15 

0 

11 

33 

44 

% 

20.5 

27.2 

6.9 

11.4 

Mj-Q 

0 

25.0 

75.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

39.3 

312.6 

41.5 

67.4 

607.1 

1 0 

233.6 

83.9 

1991-92  Goals: 

▲ 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

• 

# 

0 

0 

2 

2 

0 

Lo 1 

KJ 

2 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

1 

1 

3 

0 

3 

0 

1 

7 

8 

% 

12.5 

12.5 

37.5 

0 

37.5 

0 

12.5 

87.5 

100.0 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

23.9 

143.6 

225.9 

0 

669.6 

0 

116.8 

97.9 

92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 
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Utilization  Analysis 


CLASS (ES)  : 2112  Medical  Records  Technician 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  #205  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


52.2 

8-.JZ— 

16.6 

16.9 

5.6 

0 

10.7 

89.3 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

1 

it 

8 

2 

1 

6 

5 

0 

5 

17 

22 

% 

_36_,.3„ 



4,6 

—.2.7,3 

22.7 

0 

22.7 

77.3 

10Q 

Utilization  (Current  Composition/Labor  Market  Availability): 

* 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

69.3 

104.5 

27.7 

161.5 

405.3 

0 

212.1 

86.5 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

It 

_ Q 

0 

1 

Q 

Q 

Q 

0 

1 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

2 

0 

0 

2 

0 

0 

2 

2 

4 

% 

. -5Q,0 . 

0 

0 

50.0 

0 

0 

50.0 

50.0 

100.0 

Utilization  (Current  Composition/Labor  Market  Availability):  ‘ 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 

% 

95.8 

0 

0 

295.9 

0 

0 

467,3 

55.0 

1991-92  Goals: 

; 

Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 

White 

it 

0 

0 

0 

0 

0 

0 

0 

0 

i 
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Utilization  Analysis 


LASS(ES)  : 2305  P s, v ch la  t r i c^bclmlcian 




^OR  MARKET  AVAILABILITY:  . San  Francisco  General  Lahnr  Force  mi  Per- 


1980  Census 


White 

52.6 

Black 

30.6 

Hispanic 

7.1 

Asian 

6.3 

r uuuiiu 
2.1 

.7 

7,5 

92.5 

ermanent  EMPLOYMENT 
irrpnt  Composition  (6/30/91) 
White 

It  _22 


46.6 


:ilization  (Current  Composition/Labor  Market  Availability). 

Filipino 


White 

Black 

Hispanic 

Asian 

a a 

135.3 

169.0 

0 

OO  .u 

White 

Black 

Hispanic 

Asian 

Am  Ind 


Male  Female 


782.7 


44.7  1 


Filipino  Am  Ind  Male Female. 


_2 | 


Black 

O A 

Hispanic 

7 

Asian 

0 

a liipmo 

o 

34 

24 

58 

41.4 

L — - — — 
12.0 

0 



0 

58,7 

41,3 

100 

temporary  employment 

Current  Composition  (6/30/91) 


White 

Black 

n 

Hispanic 

o 

Asian 

I 

0 

mipmo 

0 

iUU  mu 
0 

0 

0 

0 

0 

u 

0 

0 

0 

0 

0 

0 

0 

Utilization  (Current  Composition/Labor  Market  Availability) . 

Asian  FIUpIpo  Am  Ind Male Female. 


White  Black, 

I 


Hispanic 

0 


- .1991-92  Goals: 

White  Black 


Hispanic 

0 


Asian  Filipino  Am  Ind 


Female 
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Utilization  Analysis 


CLASS (ES ) : 2312  Licensed  Vocational  Nurse 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  #207  per  1980  Census 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


52.6 

30.6 

7.1 

2.1 

.7 

7.5 

92.5 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

// 

15 

43 

7 

12 

65 

0 

10 

132 

142 

% 

10.6 

30.3 

4.9 

8.5 

45.7 

0 

7.0 

93.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

20.2 

99.0 

69.0 

134.9 

2176.2 

0 

93.3 

107.8 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

4 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

0 

2 

0 

0 

0 

0 

0 

2 

2 

% 

0 

100 

0 

0 

0 

0 

0 

100 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

326.8 

0 

0 

0 

0 

0 

108.1 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 ' 

78 


Utilization  Analysis 


CLASS(ES) : 2302  Orderly 

IIbOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

$7_JL_ 

9.9 

11.2 

15.3 

5. A 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

// 

20 

216 

43 

31 

314 

0 

89 

535 

624 

% 

3.2 

34.6 

6.9 

5.0 

50.3 

0 

14.3 

85.7 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

5.5 

349.5 

61.6 

| 32.7 

931.5 

0 

26.0 

189.6 

1991-92  Goals: 

i 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

w 

# 

0 

0 

7 

5 

Q 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 

White  Black  Hispanic 


Asian  Filipino  , Am  Ind 


Utilization  (Current  Composition/Labor  Market  Availability).: 


0 

0 

0 

0 

0 

0 

0 

0 

?2  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 

79 


Utilization  Analysis 


CLASS(ES)  : 2320  Registered  Nurse ' 

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  #095  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

77.4 

7,2 

4j_5 

7.6 

2.5 

Ujl_J 

Uz_ 

94.3 

perm; 

Currei 

tflENT  EMPLOYMENT 
it  Composition  (6/30/91) 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

449 

76 

58 

75 

384 

1 

1 

140 

903 

1043 

% 

43.0 

7.3 

5.6 

7.2 

36.8 

0.1 

13.4 

86.6 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind 

Male 

Female 

% 

78.5 

101.4 

124.4 

94.7 

1472.0 

20.0 

235.0 

81.6 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

(L 

Q 

0 

2 

Q 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind / 

Male 

Female 

TOTAL 

# 

2 

1 

0 

1 

1 

1 

0 

2 

3 

5 

% 

40,0 

. 20,0 

0 

2Q_t_0 

20*0 

0 

40.0 

&LJ2 

Q 

Utilization  (Current  Composition/Labor  Market  Availability) : 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

51.7 

277.7 

0 

263.2 

1 

1 800.0 

0 

701.7 

63.6 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

Q 

0 

80 


Utilization  Analysis 


CLASS (ES):  2322  Head  Nurse  

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  #095  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


77.4 

7.2 

4.5 

7.6 

2.5 

0.5 

5.7 

94.3 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

54 

12 

2 : 

5 

29  * 

0 

7 

95 

102 

% 

52.9 

11.8 

2.0 

4.9 

28.4 

0 

6.9 

93.1 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

68.3 

163.9 

44.4 

64.5 

1136.0 

0 

121.0 

98.7 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

1 

1 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAI 


# 

5 

1 

o 

f 

1 

4 

5 

% 

100.0 

0 

20.0 

80.0 

100. ( 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

129.2 

0 

350.9 

84.8 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

81 


Utilization  Analysis 


CLASS(ES) : 2323  Clinical  Nurse  Specialist, 


LABOR  MARKET  AVAILABILITY:  San  mT.cl.co  Special  I.abcr  Group  mi  P«  WO  CenSUS . g 


77,4- 


Black 
7,2  _ 

Hispanic 
A. 5 

Asian 

7.6 

r -L  -L  -L 

2,5 _J 

50-^ 

94. 3 

PERMANENT  EMPLOYMENT 
r.urrp.nt  Composition  (6/30/91) 


White 

Black 

Hispanic 

o 

Asian 

3 

r liiiuuu 
0 

0 

6 _ 

31 

37  ' 

32 

86.5 

5.4  . 

0 

8.1 

0 

0 

_16-l2_ 

83-..S- 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


HisDani c 

Asian 

Fi lioino 

Am  Ind 

Male 

Female 

White 

111  7 

B 1 a clc 
75.0 

o 

106.6 

0 

0 

284.2 

88,9  1 

111  • / 

92  Goals: 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

1 C 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


Utilization  (Current  Composition/Labor  Market  Availability) . 

Mte  Hack  Hispanic  Aslan Filipino tojnd Male Female. 


% 


129.2 


1991-92  Goals: 

White  Black  Hispanic  Asian. 

_0 


Filipino  Am  Ind  Male Female_ 


% 


White 

Black 

n 

Hispanic 

0 

Asian. 

1 

0 

Filipino 

0 

AJU  -LUU.  _ 
0 

Q 

1 

1 

100.0 

0 

0 

0 

0 

0 

0 

100.0 

100.0 

82 


Utilization  Analysis 


JLASS(ES):  2324  Clinical  Nurse  Specialist. 


^BOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  //Q95  .per  19?0  Census, 


White 

_ZLA__ 

Black 

7.2 

Hispanic 
4^5 

Asian 

. 7.1-6 

I 1J-1  V lUV 

2.5 

0.5 

5.7 

94.3  | 

PERMANENT  EMPLOYMENT 
lurrent  Composition  (6/30/91) 


White 

Black 

Hispanic 

0 

Asian 

1 

r Iliuiau 
1 ' 

0 

1 

24^ 

25 

80.0 

-P  — 

12.0 

0 

4.0 

4,0 

o _ 

4.0 

96.0 

100 

Jtilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian — — Filipino M Ind- 


% 1 103.3  | 166.7 

1QQ1-92  Goals: 

A White  Black 


_52^_ 


160.0 


Male 


Female 


Hispanic  Asian 


# 


Filipino  Am  Ind  Male 


TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


it 
% 

Utilization  (Current  Composition/Labor  Market  Availability): 


B 1 a ck 

Hispani c 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

l'1991-? 

Q 

o 

0 

1315.8 

0 

0 

1754.4 

0 

) 2 Go 3. 1 S ! 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

1, 

n 

0 

0 

0 

0 

0 

0 

o • 

1 U 

White 

Black 

fi 

Hispanic 

o 

Asian 

t 

1 

mi  v .mu 
0 

0 

1 

0 

0 

V 

0 

0 

100.0 

0 

0 

100.0 

0 

TOTAL 


83 


Utilization  Analysis 


CLASS (ES ) : 2328  Nurse  Practitioner 

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  #095  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


77.  A,..,. 

7-i2 

A, 5 

_L_6 

2.5 

6.5 

5.7 

94.3 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

24 

\ 

1 

3 

2 

0 

0 

4 

26 

30 

% 

80.0 

3-3 

10.0 

6.7 

0 

0 

13.3 

86.7 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

103.4 

45.8 

222.2 

88.1 

0 

0 

233.3 

91.9 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

1 

__Q 

1 

Q 

Q 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

l 

12 

1 

2 

1 

0 

( 

0 

4 

12 

16 

% 

75.0 

0 

12.5 

12.5 

0 

0 

25.0 

75.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

96.9 

0 

277.8 

164.5 

0 

0 

438.6 

79.5 

1991-92  Goals; 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

84 


Utilization  Analysis 


LASS(ES) : 2390  Central  Processing  and  Distribution  Technician 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

71.8 

9.5 

6.2 

8.2 

2J 

.9 

45.0 

55.0 

'ERMi 

urrei 

^NENT  E 

it  Compo 
White 

MPLOYMENT 
sition  (6/30/91) 
Black  Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

0 

12 

4 

2 

34 

' 0 

17 

35 

52 

% 

0 

23.0 

7.7 

3.8 

65.4 

0 

32,7 

67,3 

100 

tilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hisnanic  Asian  Filipino  Am  Ind 

Male 

Female 

% 

0 

242.1 

124.2 

46.3 

2422.2 

0 

72.7 

122.4 

99.1-92  Goals: 
A White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

2 

0 

0 

0 

0 

rEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAL 

. ( 

# 0 0 0 0 0 0 0 0 0_ 

% o 1 0 1 0 0 I 0 0 0 0 0 


Jtilization  (Current  Composition/Labor  Market  Availability) : 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
t White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

» 

% 

0 

0 

0 

0 

0 

0 

0 

0 

85 


Utilization  Analysis 


CLASS(ES)  : 2450  Pharmacist 

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  #906  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


58.8 

3.0 

4.0 

25.5 

8.5 

.2 

72.2 

2£,8 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

HisDanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

11 

0 

0 

13 

1 

0 

18 

7 

25 

% 

44.0 

0 

0 

52.0 

4.0 

0 

72.0 

28.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hisnanic  Asian  Filinino  Am  Ind 

Male 

Female 

% 

74.9 

0 

0 

203.9 

47.0 

0 

99.7 

104.5 

1991-92  Goals; 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

1 

1 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


# 

% 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals; 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

Q 

Black  Hispanic  Asian  Filipino  Am  Ind 


86 


Utilization  Analysis 


:LASS(ES) : 2532  Paramedic 


White 

Black 

HisDanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

71^ 

9.5 

6.2 

8.2 

2 jJ. 

.9 

45.0 

55.0 

PERMANENT  EMPLOYMENT 


Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

99 

5 

5 

10 

2 

1 

103 

1 19 

122 

% 

81.1 

4.1 

4.1 

8.2 

1.6 

o 

00 

84.4 

15.6 

100 

Jtilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

112.8 

43.1 

66.1 

100.0 

59.3 

88.9 

187.6 

28.4 

L991-92  Goals: 
I A White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

it 

o 

2 

2 

0 

1 

0 

0 

3 

TEMPORARY  EMPLOYMENT 


Current  Composition  (6/30/91) 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAL 

it  0 0 0 0 Q Q Q 0 Q 

% 0 I 0 I 0 I 0 I 0 I 0 1 0 1 0 0 

Jtilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

1991—92  Goals; 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

87 


Utilization  Analysis 


CLASS (ES):  2574  Clinical  Psychologist 

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  #167  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


85.6 

7.0 

3.7 

2,5 

0.8 

0 

44.4 

55.6 

i 


PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

TOTAL 

# 

13 

1 

4 

7 

0 

0 

15 

1 

10 

25 

% 

52.0 

^o_ 

ULiO 

28,0 

0 

Q_ 

60.0 

40.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

60.8 

57.1 

432.4 

1120.0 

0 

0 

135.1 

71.9 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

/ Female 

TOTAL 

0 

0 

2 

0 

0 

0 

0 

2 

2 

% 

0 

0 

lflQ 

0 

0 

0 

0 

100 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

2702.7 

0 

0 

0 

0 

179.8 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

88 


Utilization  Analysis 


CLASS (ES):  2585  Health  Worker  I 


OR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

$7,8.— 



. 11 1 2 , 

15.3 

5.4 

0.4 

. .5.4,8 

45,2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

0 

2 

2 

7 

0 

0 

2 

9 

11 

% 

Q 

18.2 

18.22 

63.6 

0 

0 

18.2 

81.8 

100 

Jtilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

183.9 

162.5 

415.7 

0 

0 

33.2 

181.0 

L991-92  Goals: 
iA  White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

Hr 

it 

0 

0 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

1 

1 

5 

2 

0 

0 

1 

8 

92 

% 

11.1 

11.1 

55.6 

22.2 

0 

0 

12.1 

87.9 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

19.2 

112.1 

496.4 

| 145.1 

0 

0 

22.1 

194.5 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 

89 


Utilization  Analysis 


CLASS(ES) : 2586  Health  Worker  II 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57tg  . 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

0 

\ 

3 

13 

13 

16 

4 

0 

15 

34 

49 

% 

6.  .2 

26.5 

26j5 

32.6 

8.2 

0 

30.6 

69.4 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  HisDanic  Asian  FiliDino  Am  Ind 

Male 

Female 

% 

10.7 

267.7 

232.5 

213.1 

151.8 

0 

55.9 

153.5 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

0 

Q 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

4 

1 

14 

7 

1 

0 

14 

13 

27 

% 

14.8 

3_tJZ 

51.8 

25.9 

2*2 

0 

51.8 

48.2 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

51.2 

37.4 

462.5 

169.3 

68.5 

0 

94.5 

106.7 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

90 


Utilization  Analysis 


CLASS (ES):  2587  Health  Worker  III 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

57.8 



11.2 

15.3 

5j-4 

Qj-4 

54,8 

45,2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

11 

12 

' 12 

18 

2 

0 

17 

38 

55 

% 

20.02 

21.9 

21.9 

...  ,3.2,8 

1*1 

0 

30.9 

69.1 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

34.6 

221.2 

195.5 

214.4 

68.5 

0 

56.3 

152.8 

1991-92  Goals: 

1# 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

1 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

16 

( 

4 

4 

4 

0 

0 

4 

24 

28 

% 

57.1 

14.3 

14.3 

14.3 

0 

0 

14.3 

85.7 

100 

Utilization  (Current  Composition/Labor  Market  Availability):. 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

98.8 

144.4 

127.7 

93.5 

0 

0 

26.1 

189.6 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

A 

0 

0 

0 

0 

0 

0 

0 

0 

91 


Utilization  Analysis 


CLASS (ES):  2588  Health  Worker  IV 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57,8 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hisnanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

TOTAL 

it 

10 

4 

\ 

3 

4 

0 

0 

7 

14 

21 

% 

47.62 

19.0 

14.3 

19.0 

0 

0 

33.3 

66.7 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

82.3 

191.9 

127.7 

124.1 

0 

0 

160.8 

147.6 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

If 

0 

0 

0 

0 

1 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

2 

( 

1 

3 

2 

0 

0 

2 

6 

8 

% 

25.0 

12.5 

37.5 

25.0 

0 

0 

25.0 

75.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

43.2 

126.3 

334.8 

163.4 

0 

0 

45.6 

165.9 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

92 


Utilization  Analysis 


;LASS(ES):  2593  HealthProgram  Coordinator  III 

OR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

57,S._ 

9.9 

11.2 

15.3 

5.4 

<^4 

54.8 

45,2 

PERMANENT  EMPLOYMENT 
hirrent  Composition  (6/30/91) 


# 

% 


rtilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

110.7 

138.4 

41.0 

118.3 

0 

0 

58.0 

150.9 

.991-? 

1# 

# 

)2  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

. 1 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAL 


it 

4 

5 

2 

1 

0 

0 

6 

/ 

6 

12 

% 

33.3 

41.6 

16.7 

8.4 

0 

0 

50.0 

50.0 

100 

ftilization  (Current  Composition/Labor  Market  Availability) :. 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

57.9 

420.2 

1 149.1 

54.9 

0 

0 

91.2 

110.6 

991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

i! 

0 

0 

0 1 

0 

0 

0 

0 

0 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAL 


14 

3 

1 

4 

0 

0 

7 

15  \ 

22 

-..53, 6_ 

13.7 

_ 4.6  ___ 

. 18,1 

Q 

0 

31.8 

68.2 

100 

93 


Utilization  Analysis 


CLASS(ES):  2604  Food  Service  Worker 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


5?,g_ 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

HisDanic 

Asian 

FiliDino 

Am  Ind 

Male 

Female 

TOTAL 

# 

9 

23 

16 

37 

39 

0 

74 

50 

\ 

124 

% 

7.3 



12.9 

31.4 

0 

59.7 

40.3 

m 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

12.6  186.9  115.2 

194.8 

581.5 

0 

108.9 

89.1 

1991-92  Goals: 

White  Black  Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 | 0 | 0 

0 

0 

0 

0 

7 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

1 

2 

4 

0 

1 

0 

5 

f 

3 

8 

% 

12.5 

25.0 

50.0 

0 

12_i_5 

Q 

62*5 

_ -3.7^5 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

21.6 

252.5 

446.0 

0 

231.5 

0 

114.1 

82.9 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

94 


Utilization  Analysis 


CLASS (ES) : 2606  Senior  Food  Service  Worker 

j^BOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57,$.,. 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
i Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

// 

1 

3 

1 

4 

9 

0 

12 

6 

18 

% 

5.6 



22.1 

50.0 

0 

66.7 

33.3 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

9.7 

168.7 

50.0 

145.1 

925.1 

p 

121.7  | 

73.7 

1991-92  Goals: 
W White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

1 

0 

0 

0 

0 

7 

TEMPORARY  EMPLOYMENT 
; Current  Composition  (6/30/91) 


White 

Bl^ck 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

3 

0 

1 

1 

3 

0 

5 

3 

8 

% 

37.5 

0 

12.5 

12.5 

37.5 

0 

62.5 

37.5 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

64.9 

0 

111.6 

81.7 

694,4 

0 

114.1 

83.0 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

¥ 

% 

0 

0 

0 

0 

0 

0 

0 

0 

95 


Utilization  Analysis 


CLASS(ES)  : 2736  Porter 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57,8._ 

9.9 

IL*2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

7 

59 

37 

41 

48 

1 

151 

42 

193 

% 

3.6 

30.6 

19.2 

21.2 

24.9 

0.5 

78.2 

21.8 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

6.2 

309.1 

171.4 

138.5 

461.1 

125.0 

142.7 

48.2 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

Q 

0 

0 

0 

0 

15 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

0 

9 

16 

8 

16 

0 

36 

13 

49 

% 

0 

18.3 

32.7 

16,3 

22 /7 

0 

73.5 

26.5 

100 

Utilization  (Current  Composition/Labor  Market  Availability) : 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

184.8 

292.0 

106.5 

605.7 

0 

134.1 

58.6 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

5 

96 


Utilization  Analysis 


CLASS (ES):  2760  Laundry  Worker 


White 

Black 

HisDanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

57.8 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

4 

17 

17 

6 

21 

0 

. 36 

29 

65 

% 

6.2 

26.2 

26.2 

9^2 

32.2 

0 

55.4 

45.6 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

10.7  1 264.6 

233.9 

60.1 

596.3 

0 

101.1 

100.0 

1991-92  Goals: 
lA  White  Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 0 

0 

3 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

0 

0 

3 

0 

7 

0 

7 

3 

10 

% 

0 

0 

30.0 

0 

70.0 

0 

70.0 

30.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

267.9 

0 

1296.3 

0 

127.7 

66.4 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

3 

97 


Utilization  Analysis 


CLASS(ES):  2806  Disease  Control  Investigator 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57.8 

9.9 

11,2 

15.^3 

5.4 

0.4 

54.8 



< 


PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

t 

# 

17 

7 

9 

6 

3 

0 

30 

12 

42 

% 

40.4 

16.7 

21.4 

14.4 

7.1 

0 

71.4 

28.6 

100  1 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

70.0 

168.7 

191.1  ! 

91.1 

131.5 

0 

130.3 

63.3 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

0 

0 

1 

Q 

0 

0 

5 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

T0TAI 

# 

0 

0 

1 

0 

0 

0 

0 

1 

1 

% 

0 

0 

100.0 

0 

0 

Q 

Q 

100,0 

100. ( 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

Q 

0 

892.9 

0 

0 

0 

0 

221.2 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

u 

, 

0 

0 

0 

0 

0 

98 


Utilization  Analysis 


CLASS (ES):  2830  Public  Health  Nurse 


White 

Black 

Hispanic 

Asian 

Filinino 

Am  Ind 

Male 

Female 

77.4 

7.2 

4.5 

7.6 

2.5 

0.5 

5.7 

94.3 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 

L White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female TOTAL 


# 

% 

38 

12 

7 

13 

5 

2 

3 

1 74 

77 

49.4 

15.6 

9.1 

16.9 

6.5 

2.6 

3.9 

96.1 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male 

Female 

% 

63.8 

216.7 

202.2 

222.4 

260.0 

520.0 

68.4 

101.9 

1991-92  Goals: 

Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 

A 

White 

f 

# 

0 

0 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female  TOTAL 

| # 
L % 

0 

0 

0 

0 

0 

0 

I 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

Utilization  (Current  Composition/Labor  Market  Availability.):. 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 

% 

1 0 1 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 

0 

o ! 

0 

0 

0 

0 

0 

0 

99 


Utilization  Analysis 


CLASS(ES) : 2903  Eligibility  Worker 

LABOR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


57, 8_. 

9.9 

11.2 

15 .3 

5^4 

0.4 

—5-4,8 

45.2 

« 


PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

HisDanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

5 

6 

12 

10 

6 

0 

13 

26 

39 

% 

12.8 

15.4 



2 .*.6,1 

11*4 

Q_ 

33.3 

ttul 

— 1Q.Q 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

22.1 

155.6 

275.0 

167,3 

285.2 

0 

60.8 

147.6 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


% 


Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

Asian  Filipino 


Male  Female 


100 


Utilization  Analysis 


3LASS (ES ) : 2908  Hospital  Eliaibilitv  Worker 

jj^OR  MARKET  AVAILABILITY:  San  Francisco  General  Labor  Force  per  1980  Census 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

57.8 

9.9 

11.2 

15,3 

5.4 

0.4 

54.8 

45.2 

a a 

^NENT  EMPLOYMENT 
at  Composition  (6/30/91) 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

7 

19 

11 

5 

6 

0 

9 ' 

39 

48 

% 

14.6 

39.6 

22.9 

10,4 

12.5 

0 

18.6 

81.4 

100 

Jtilization  (Current  Composition/Labor  Market  Availability): 

* 

White  Black  HisDanic  Asian  Filipino  Am  Ind 

Male 

Female 

% 

25.3 

400.0 

204.5 

68.0 

231.5 

0 

33.9 

180.0 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

If 

# 

0 

.Q 

0. 

3 



0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

1 

1 

3 

5 

4 

f 

0 

2 

12 

14 

% 

7.1 

7.1 

21.4 

35.7 

28.6 

0 

14.3 

85.7 

100.0  1 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

12.3 

71.7 

191.1 

233,3 

529.6 

0 

26.1 

189.6 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 

101 


Utilization  Analysis 


CLASS (ES):  2920  Medical  Social  Worker 

LABOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Group  #174  per  1980  Census 


White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


18.1 

8^5 

5.1 

1.7 

1.1 

36. A 

63.6 

PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

31 

3 

4 

9 

0 

1 

9-' 

39 

48 

% 

64.6 

6 

00 

4S 

18,61 

Q 

2.1 

-lg-,.8  . 

81.2 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

* 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

98.8 

34.8 

98.8 

364.7 

0 1 

190.9 

51.6 

127.7 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

It 

0 

2 

1 

0 

1 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

5 

0 

1 

1 

1 

( 

0 

3 

5 

8 

% 

— 62,5 

0 

12^5 

IJLtJI 

_12j_5 

0 

37,5 

£2_J> 

100.0 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

95.6 

0 

147.1 

245.1 

735.1 

0 

103.0 

98.3 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

u 

0 

0 

0 

0 

102 


Utilization  Analysis 


CLASS(ES):  2930  Psychiatric  Social  Worker 

j^BOR  MARKET  AVAILABILITY:  Data  not  available. 

White  Black  Hispanic  Asian  Filipino 


PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

31 

' 4 

12 

17 

3 

0 

29 

39 

67 

% 

_A6,2_ 

^0 

17.9 

25,4 

4.5 

0 

43.3 

56.7 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

* 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

w 

# 

0 

2 

0 

0 

0 J 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

it 

( 

1 

0 

5 

2 

0 

0 

3 

5 

1 

8 

% 

12.5 

0 

62.5 

25.0 

0 

0 

37.5 

62.5 

100.0  1 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

0 

0 

0 

0 

0 

0 

0 

0 
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Utilization  Analysis 


CLASS(ES):  2932  Senior  Psychiatric  Social  Worker 

LABOR  MARKET  AVAILABILITY:  Data  not  available 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

PERMJ 

UJENT  EMPLOYMENT 

Current  Composition  (6/30/91) 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

15 

i 

0 

5 

4 

1 

0 

13 

12 

25 

% 

60,0 

0 

20.0 

16,0 

4.5 

0 

52.0 

48.0 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

1 

0 

0 

0 

0 

0 

0 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


% 


Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

Black  Hispanic  Asian  Filipino 


TOTAL 
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Utilization  Analysis 


JCLASS(ES):  6120  Environmental  Health  Inspector 

^BOR  MARKET  AVAILABILITY:  Data  not  available. 


White  Black  Hispanic  Asian 


Filipino  Am  Ind  Male  Female 


PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

3 

3 

2 

7 

2 

0 

15 

1 2 

17 

% 

17,6 

. 17. e. 

11.8 

41.2 

11.8 

0 

88.2 

11.8 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
▲ White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

W 

# 



Q 

fi 

0 

0 

0 

0 

2 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

3 

1 

1 

0 

1 

0 

( 

5 

1 

6 

% 

50.0 

16.7 

16.7 

0 

16.7 

0 

83.3 

16.7 

0 

Utilization  (Current  Composition/Labor  Market  Availability): 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

fc 

0 

0 

0 

0 

0 

0 

0 

0 

; 
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Utilization  Analysis 


CLASS (ES):  6122  Senior  Environmental  Health  Inspector  

LABOR  MARKET  AVAILABILITY:  Data  not  available.  

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


PERMANENT  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

i 

9 

3 

1 

18 

0 

0 

21 

10 

31 

% 

29.0 

9.7 

3.2 

58.1 

0 

0 

67.7 

32.3 

100 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 

0 

0 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

# 

0 

1 

0 

0 

0 

0 

2 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

0 

0 

0 

1 

0 

0 

0 

1 

6 

0 

0 

0 

100.0 

0 

0 

0 

100.0 

100.0 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

0 

0 

0 

0 

0 1 

0 

0 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

% 

0 

0 

0 

0 

0 

0 

0 • 
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Utilization  Analysis 


;LASS(ES) : 7334  Stationary  Engineer 

jfeOR  MARKET  AVAILABILITY:  San  Francisco  Special  Labor  Force  //CSC- 

-EE0 

| 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

56.5 

10.1 

7.5 

18.2 

6.1 

1.6 

97.7 

2.3 

perm; 

]urrei 

UIENT  EMPLOYMENT 
it  Composition  (6/30/91) 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

// 

15 

0 

* 5 . 

5 

1 

0 

24 

2 

26 

% 

57.7 

0 

19.2 

19.2 

3.9 

0 

92.3 

7.7 

100 

Jtilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind 

Male 

Female 

% 

102.1 

0 

256.0 

105.5 

63.9 

0 

94.5 

334.8 

1.991-92  Goals: 

White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

♦ 

// 

0 

1 

0 

0 

0 

0 

0 

1 

TEMPORARY  EMPLOYMENT 
Current  Composition  (6/30/91) 


White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

TOTAL 

# 

2 

/ 

0 

0 

0 

0 

0 

2 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100.0 

100.0 

100.0 

Utilization  (Current  Composition/Labor  Market  Availability): 

White  Black  Hispanic  Asian  Filipino  Am  Ind  Male  Female 


% 

177.0 

0 

0 

0 

0 

0 

102.4 

0 

1991-92  Goals: 
White 

Black 

Hispanic 

Asian 

Filipino 

Am  Ind 

Male 

Female 

1, 

0 

0 

0 

0 

0 

0 

0 

0 1 
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X.  GOALS  AND  TIMETABLES 


The  1990  Civil  Service  Affirmative  Action  Plan  for  the  City  and  County  of 
San  Francisco  has  defined  "goals"  as  good  faith  quantitative  objectives 
which  an  employer  voluntarily  sets  as  the  minimum  progress  which  can  be 
made  within  a certain  time  period  through  all  out  efforts  at  outreach 
recruitment,  validating  selection  criteria,  creation  of  trainee  positions, 
career  ladders,  etc.  (emphasis  added). 

A.  Long  Range  Goals 

The  long  range  goal  of  the  Department  of  Public  Health  is  to 
achieve  a representative  workforce  by  increasing  the  number  of 
minorities  and  women  in  all  occupational  categories  where  they 
are  currently  under-represented  until  the  Department's  workforce 
reflects  the  distribution  of  minorities  and  women  in  the  San 
Francisco  labor  force. 

The  goals,  based  on  demographic  data  from  the  1980  Census  for 
San  Francisco,  are: 


White 

57.8 

Black 

9.9 

Hi spanic 

11.2 

Asian 

15.3 

Filipino 

5.4 

American  Indian 

0.4 

Male 

54.8 

Female 

45.2 

>r  achieving  these 

long 

The  timetable 
years.  However,  they  will  be  reviewed 
account  issues  as  workforce  expansion, 
market  changes,  etc.  Adjustments  will 


range  goals  is  five 
annually  taking  i nto 
staff  turnover,  labor 
be  made  as  necessary. 


On  a shorter  term,  all  civil  service  classifications  have  beefn 
examined  for  current  utilization,  and  where  under-utilization 
has  been  identified,  annual  numerical  goals  have  been 
establ i shed . 


B.  Annual  (Intermediate)  Goals 

The  following  goals  for  the  Department  of  Public  Health  are 
computed  individually  for  each  group  identified  as  members  of  a 
protected  class  under  Title  VII  of  the  Civil  Rights  Act  of  1964 
as  amended  in  1972.  Goals  for  these  groups  have  been  devised 
only  when  such  groups  are  under-represented  in  the  occupational 
categories  listed  below. 
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The  increase  for  minorities  and  women  identified  as  under-represented 
in  each  occupational  category  was  based  on  reasonable  expectations  of 
projected  new  hires  for  Fiscal  Year  1991-92.  Such  things  as 
available  San  Francisco  Labor  Force,  examination  priorities 
externally  imposed  license/certificate  requirement,  existing  and 
anticipated,  vacancies  and  potential  recruitment/examination  results 
were  taken  into  consideration  in  determining  goals  for  each 
occupational  category. 


C.  Fiscal  Year  1991-92  Affirmative  Action  Goals 

The  Department's  Equal  Employment  Opportunity  Office,  has  established 
an  aggregate  annual  affirmative  action  goal  of  ]_68  new  hires.  This 
goal  was  fashioned  after  closely  reviewing  the  number  of  projected 
new  hires  and  examination  priorities  for  fiscal  year  1991-92.  A 
total  of  580  vacancies  were  projected.  The  following  is  a breakdown 
of  these  vacancies  by  occupational  category. 

Job  Group  Projected  Vacancies 


(100) 

Administrators 

17 

(200) 

Professional s 

253 

(300) 

Technicians 

50 

(400) 

Protective  Services 

6 

(500) 

Paraprofessional s 

85 

(600) 

Office/Clerical 

102 

(700) 

Skilled  Crafts 

7 

(800) 

Service/Maintenance 

60 

TOTAL 

580 

Given  the  above  distribution  of  projected  job  vacancies  by 
occupational  category.  Affirmative  Action  goals  were  formulated  for 
each  protected  group  relative  to  their  degree  of  under-utilization. 
Each  classification  within  the  occupational  category  was  compared  to 
either  the  general  or  specially  qualified  San  Francisco  labor  market 
as  represented  in  the  1980  Census.  The  distinguishing  labor  market 
feature  is  dependent  on  whether  the  classification's  minimum 
requirements  are  set  internally  or  externally.  As  an  example,  the 
Health  Department  determines  requirements  for  Orderly,  therefore, 
that  classification  is  compared  to  the  overall  San  Francisco  labor 
market.  Registered  Nurses  on  the  other  hand,  must  be  licensed  by  the 
State.  Therefore,  the  Registered  Nurse  classification,  is  compared 
only  to  the  available  market  of  Registered  Nurses  in  San  Francisco. 

With  this  formula  at  work,  the  following  is  a breakdown  of  the 
Affirmative  Action  goals  fashioned  for  the  Public  Health  Department 
for  fiscal  year  1991-92: 
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1 


Occupational 

Cateqory 

Blacks 

Hi spani cs 

Asians 

Filipino 

American 

Indian 

Women 

Total 

Administrators 

2 

3 

3 

0 

0 

0 

8 

Professional s 

22 

20 

29 

0 

0 

0 

71 

Technicians 

0 

8 

6 

0 

0 

5 

19 

Protective  Services 

0 

0 

1 

0 

0 

2 

3 

Paraprofessional s 

0 

7 

10 

4 

0 

0 

21 

Office/Clerical 

0 

3 

2 

0 

4 

0 

9 

Ski  1 led  Crafts 

0 

0 

1 

0 

0 

2 

3 

Service/Maintenance 

0 

J> 

12 

0 

»> 

0 

22 

34 

Total s 

24 

41 

64 

4 

4 

31 

168 

The  168  projected  Affirmative  Action  hires  represents  29.0%  of  all  new  hires 
anticipated  for  the  Health  Department  in  FY  1991-92. 

Divisional  annual  affirmative  action  goals  have  also  been  established  for  San  Francisco®! 
General  Hospital,  Laguna  Honda  Hospital,  Community  Public  Health  Services,  Community 
Mental  Health  Services,  Community  Substance  Abuse  Services,  and  Forensic  Services. 

The  following  charts  reflect  the  individual  breakdown  of  the  respective  divisional 
affirmative  action  goals.  The  detailed  utilization  analysis  of  each  job  classification 
utilized  by  the  Health  Department  is  available  for  review  in  the  Department's  EEO 
Office,  101  Grove  Street,  Room  208. 
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Department  of  Public  Health 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Occupati onal 
Category 

Anticipated 
New  Hi  res 

Targeted 
Under-Uti 1 i zed 
Group 

Numeri cal 
Goal 

100 

17 

8 

Administrators 

Black 

2 

Hispanic 

3 

Asian 

3 

200 

253 

71 

Professional s 

Black 

22 

Hispanic 

20 

Asian 

29 

300 

Technicians 

50 

Hi  spanic 

8 

19 

Asian 

6 

Women 

5 

400 

Protective  Services 

6 

Asian 

Women 

1 

2 

3 

500 

Paraprofessional  s 

85 

Hispanic 

7 

21 

Asian 

10 

Filipino 

4 

600 

Office/Clerical 

102 

Hispanic 

3 

9 

Asian 

2 

American  Indian 

4 

700 

Skilled  Craft  Workers 

7 

Asian 

Women 

1 

2 

3 

800 

Servi ce/Mai ntenace 

60 

Asian 

12 

34 

Women 

22 

TOTALS  

580 

168 

NOTE:  The  168  projected  Affirmative 

Action  hires  represents  29.0% 

of 

all 

anticipated 

new  hi  res  for  DPH 

in  FY  1991-92. 
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San  Francisco  General  Hospital 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Occupational 

Category 

Anticipated 
New  Hi  res 

Targeted 

Under-Utilized 

Group 

Numeri cal 
Goal 

100 

5 

4 

Administrators 

Hispanic 

2 

Asian 

1 

Black 

1 

200 

Professionals 

105 

Black 

8 

30 

Hispanic 

8 

Asian 

14 

300 

Technicians 

32 

Hi  spanic 

6 

10 

Asian 

4 

400 

Protective  Services 

2 

Women 

1 

500 

Paraprofessionals 

15 

Asian 

4 

600 

Office/Clerical 

55 

Hispanic 

Asian 

American  Indian 

1 

2 

1 

4 

700 

Skilled  Craft  Workers 

4 

Asian 

Women 

1 

1 

2 

800 

Service/Mai ntenace 

12 

Asi  an 

2 

8 

Women 

6 

TOTALS  230 63 

NOTE:  The  63  projected  Affirmative  Action  hires  represents  27.42  of  all 

anticipated  new  hires  for  SFGH  in  FY  1991-92. 
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Laauna  Honda  Hospital 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Occupational 

Category 

Anticipated 
New  Hi  res 

Targeted 

Under-Utilized 

Group 

Numerical 

Goal 

100 

3 

2 

Administrators 

Hi spanic 

1 

Black 

1 

200 

50 

12 

Professionals 

Black' 

4 

Hi spani c 

3 

Asian 

5 

300 

10 

4 

Technicians 

Hispanic 

2 

Asian 

2 

400 

4 

2 

Protective  Services 

Asian 

1 

Women 

1 

500 

52 

12 

Paraprofessionals 

Hi  spanic 

6 

Asian 

6 

600 

10 

3 

Office/Clerical 

Hispanic 

2 

/ 

American  Indian 

1 

700 

3 

Skilled  Craft  Workers 

Women 

1 

800 

48 

26 

Servi ce/Mai ntenace 

Asian 

10 

Women 

16 

TOTALS  

.180 

62 

NOTE:  The  62  projected 

Affirmative  Action 

hires  represents  34. 

.At  of  all 

anticipated  new 

hi  res  for  LHH  in  FY 

1991-92. 
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Community  Public  Health  Services 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Occupati onal 

Anticipated 

Targeted 

Under-Utilized 

Numeri cal 

Category 

New  Hi  res 

Group 

Goal 

100 

Administrators 

7 

Asian 

1 

200 

48 

16 

Professionals 

Black 

5 

Hi spanic 

6 

Asian 

5 

300 

Technicians 

8 

Women 

5 

400 

Protective  Services 

0 

- 

0 

500 

Paraprofessional s 

15 

Filipino 

3 

600 

Office/Clerical 

30 

American  Indian 

1 

700 

Skilled  Craft  Workers 

0 

- 

0 

800 

0 

1 

Service/Mai ntenace 

0 

TOTALS  108 26 


NOTE:  The  26  projected  Affirmative  Action  hires  represents  24. IX  of  all 

anticipated  new  hires  for  CPHS  in  FY  1991-92. 
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Community  Mental  Health  Services 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Targeted 

Occupational 

Anticipated 

Under-Utilized 

Numerical 

Category 

New  Hi  res 

Group 

Goal 

100 

Administrators 

2 

Asian 

1 

200 

35 

8 

Professionals 

Black 

4 

Hi spanic 

2 

Asian 

2 

300 

Technicians 

0 

- 

0 

400 

Protective  Services 

0 

- 

0 

500 

Paraprofessionals 

2 

Filipino 

1 

600 

Office/Clerical 

4 

American  Indian 

1 

700 

Skilled  Craft  Workers 

0 

-I 

0 

800 

Servi ce/Mai ntenace 

0 

- 

0 

TOTALS  43 12 

NOTE:  The  eleven  (11)  projected  Affirmative  Action  hires  represents  25. 6X 

of  all  anticipated  new  hires  for  CMHS  in  FY  1991-92. 
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Forensic  Services 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Occupational 

Category 

Anticipated 

Appointments 

Targeted 

Under-Utilized 

Group 

Numeri cal 
Goal 

100 

Administrators 

0 

- 

0 

200 

Professional s 

12 

: Black 
Hispanic 
Asian 

4 

1 

1 

2 

300 

Technicians 

0 

- 

0 

400 

Protective  Services 

0 

- 

0 

500 

Paraprofessional s 

0 

- 

0 

600 

Office/Clerical 

2 

0 

700 

Skilled  Craft  Workers 

0 

1 

- 

0 

800 

Servi ce/Mai ntenace 

0 

- 

0 

TOTALS  14 4 

NOTE:  The  4 projected  Affirmative  Action  hires  represents  28. 6X  of  all 

anticipated  new  hires  for  Forensic  Services  in  FY  1991-92. 
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Substance  Abuse  Services 
Affirmative  Action  Goals 
Fiscal  Year  1991-92 


Occupational 

Category 

Anticipated 

Appointments 

Targeted 

Under-Utilized 

Group 

Numerical 

Goal 

100 

Admi ni strators 

0 

- 

0 

200 

Professionals 

3 

Asian 

1 

* 

300 

Techni ci ans 

0 

- 

0 

400 

Protective  Services 

0 

- 

0 

500 

Paraprofessional  s 

1 

Hispanic 

1 

600 

Office/Clerical 

1 

0 

700 

Skilled  Craft  Workers 

0 

- 

0 

800 

Service/Mai ntenace 

0 

- 

0 

NOTE:  The  two  (2)  projected  Affirmative  Action  hires  represents  40%  of  all 

anticipated  new  hires  for  Substance  Abuse  Services  in  FY  1991-92. 
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XI.  AFFIRMATIVE  ACTION  ACTIVITY 


/ 


The  goals  of  the  Department  of  Public  Health  to  achieve  a representative 
workforce  and  to  maintain  a discrimination  free  workplace  is  to  be 
accomplished  by  Implementing  the  affirmative  action  steps  and  programs 
discussed  below. 

A.  Reporting  Line 

The  Affirmative  Action  Coordinator  will  continue  to  report  directly 

to  the  Director  of  Health  and  attend  Executive  staff  meetings  on  a 

regular  basis. 

B.  Recruitment 

I 

1.  The  Health  Department's  Office  of  Equal  Employment  Opportunity 

(EEO)  and  Affirmative  Action  will  continue  to  assume  primary 
responsibility  for  coordinating  the  recruitment  of  minorities 
and  women  for  employment  in  classifications  where  they  are 
currently  under-utilized.  ^ 

2.  Recruitment  plans  will  be  prepared  by  staff  recruiters  for  all 
classifications  in  which  there  is  minority  or  female 
under-utilization.  Each  recruitment  plan  will  include  review  of 
current  composition  for  the  classification,  evaluation  of 
available  qualified  minorities  and  women,  identification  of 
recruitment  resources,  goals,  assignments  and  timetable.. 

3.  DPH-EEO  staff  recruiters  continue  to  conduct  outreach  activities 
to  women  and  minority  communities  in  San  Francisco  as  well  as  in 
other  Bay  Area  neighborhoods.  These  activities  include  personal 
visits  to  targeted  employment  and  social  service  organizations 
to  provide  information  on  Civil  Service  procedures,  employment 
opportunities,  and  specific  examination  openings. 

4.  DPH-EEO  staff  will  participate" in -"care-er  days"  and  job  fairs 
sponsored  by  local  colleges,  universities,  or  community 
organizations . 

5.  When  requested,  EEO  Unit  staff  will  conduct  civil  service 
orientation  workshops  at  local  colleges  and  at  community 
organizations . 

6.  The  DPH-EEO  Unit  will  maintain  and  update  a recruitment  mailing 
list  of  schools,  colleges  and  organizations  that  provide 
employment  services  to  minorities,  women  and  disabled 

i ndi vidual s . 

7.  The  DPH-EEO  staff  will  continue  to  network,  with  minority  and 
women's  organizations  in  order  to  maximize  recruitment 
resources.  Groups  such  as  the  Asian  Health  Alliance,  the 
National  Association  of  Hispanic  Health  Care  Executives,  and  the 
Black  Health  Coalition  have  been  excellent  resources  for 
identifying  minority  health  professionals,  health 
administrators,  specialized  groups. 
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8.  The  DPH-EEO  staff  will  continue  to  maintain  contact  with 
affirmative  action  officers  in  other  Bay  Area  jurisdictions, 
institutions,  and  other  large  employers. 

9.  Local  minority  and  women's  media,  both  print  and  electronic, 
will  be  utilized  for  targeted  recruitment.  Media  activities 
include  public  service  announcements,  interviews  with  EEO  Unit 
and  department  personnel,  advertisements,  press  releases,  etc. 

10.  DPH-EEO  staff  will  provide  ongoing  employment  counseling  for 
targeted  group  members  referred  by  recruitment  agencies. 

Appoi ntment 

1.  Department  managers  and  appointing  officers  will  be  encouraged 
to  utilize- the  .Rule  of  Three  to  implement  affirmative  action 
when  making  appointments  from  Civil  Service  eligible  lists. 
DPH-EEO  Unit  staff  will  follow  the  monitoring  procedures 
contained  in  the  department's  policy  on  affirmative  action 
technical  assistance  in  the  permanent  appointment  process.  (See 
attachment  #4  in  the  Appendix)  * 

2.  In  the  absence  of  eligible  lists,  departments  will  also  be 
strongly  encouraged  to  make  affirmative  action  appointments  by 
recruiting  applicants  from  under-utilized  groups.  The  EEO  Unit 
will  assist  in  this  recruitment  and  referrals. 

3.  The  DPH's  EEO  Unit  will  continue  to  monitor  all  non-civil 
service  appointment  by  reviewing  deparmental  selection  and 
affirmative  action  efforts.  Here  again,  procedures  contained  in 
the  Department's  policy  on  affirmative  action  consideration  in 
the  provisional  appointment  process  will  be  followed. 

4.  When  making  non-civil  service  appointments,  departments  will  be 
strongly  encouraged  to  utilize  an  interview  panel  that  is 
ethnically  and  gender  diverse.. 


Investigation  of  Employment  Discrimination  Complaints 

1.  The  DPH-EEO  Unit  will  continue  to  investigate  and  seek 
resolution  to  employee  complaints  of  employment  discrimination. 
All  activity  in  this  area  will  be  executed  according  to  the 
rules  and  procedures  set  down  by  the  city's  internal 
discrimination  complaint  resolution  process,  CSC  Rule  1.03. 

(see  attachment  6 in  appendix) 

2.  In  implementing  CSC  Rule  1.03,  DPH-EEO  staff  will  provide 
impartial,  third  party  counseling  to  employees,  applicants,  and 
managers  concerning  the  discrimination  complaint  procedure;  take 
complaints;  attempt  mediation;  investigate  charges;  prepare 
written  reports  and  staff  findings. 

3.  The  DPH-EEO  Unit  will  continue  to  maintain  a central  file  of. 
discrimination  complaints  filed  against  Health  Department 
representatives  with  the  State  Department  of  Fair  Employment  and 
Housing  or  the  U.S.  Equal  Employment  Opportunity  Commission. 


EEO  Unit  staff  will  provide  technical  assistance  to  the 
Department  regarding  state  and  federal  EEO  requirements  and  will 
assist  departmental  personnel  at  fact  finding  conferences, 
on-site  monitoring  reviews,  and  negotiation  of  settlement 
agreements. 


4.  The  DPH-EEO  Unit  will  continue  to  monitor  the  Department's 
compliance  with  all  state  and  federal  non-discrimination  laws, 
as  well  as  enforce  compliance  with  the  city's  ordinances 
prohibiting  sexual  harassment,  slurs,  and  discrimination  based 
on  disability,  AIDS  and  limited  English  speaking  ability.  (See 
attachment  1 through  3,  5 and  7 in  the  appendix) 

5.  Consistent  with  City  Ordinance  #64-92,  the  DPH-EEO  Unit  will 
prepare  monthly  summaries  of  discrimination  complaints  by  female 
employees  for  submission  to  the  Commission  on  the  Status  of 
Women. 


E.  EEO  Affirmative  Action  and  Race  Relations/Cultural  Sensitivity  Training 

1.  The  DPH-EEO  Unit  will  continue  to  provide  six  hour  training 
workshops  to  department  managers  and  supervisors  on  issues  of 
Equal  Employment  Opportunity  and  Affirmative  Action.  The 
program  is  designed  to  assist  managers  and  supervisors  in 
promoting  and  maintaining  a discrimination  free  work 
environment;  understanding  equal  employment  opportunity 
principles;  and  their  role  in  implementing  the  department's 
affirmative  action  policy. 

2.  Attendance  at  these  workshops  will  continue  to  be  mandatory. 
Newly  hired  managers  and  supervisors  will  automatically  be 
scheduled  to  attend  a workshop  within  90  days  of  their  hire 
date.  Certificates  of  course  completion  will  continue  to  be 
issued  and  a copy  placed  in  the  personnel  files  of  all 
participants. 

3.  The  AA/EEO  workshop  will  cover  subjects  including  current 
developments  in  EEO  law,  specific  issues  of  discrimination, 
supervisorial  responsibilities,  human  relations  in  the 
workplace,  affirmative  action  goals  achievement,  and  issues  of 
cross-cultural  awareness. 

4.  A training  program  on  the  subject  of- race- relations  and  valuing 
diversity  will  be  developed  during  fiscal  year  1991-92.  The 
objective  of  this  training  will  be  to  assist  managers  and 
supervisors  to  develop  management  skills  that  will  reduce  racia’ 
tension  at  the  workplace,  enhance  cultural  understanding  and 
appreciation  among  workers,  and  allow  managers  to  direct 
employees  of  diverse  multi-ethnic  backgrounds  in  a more 
effective  way. 

5.  The  DPH-EEO  Unit  will  develop  a training  program  that  advises 
department  managers,  supervisors,  and  line  staff  around  issues 
related  to  the  Americans  with  Disabilities  Act  of  1990  and 
Section  504  of  the  Rehabilitation  Act  of  1973. 
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F. 


Upward  Mobility  Training  for  Employees 


1.  The  DPH-EEO  Unit  will  continue  to  chair  the  department's  Joint 
Labor/Management  Committee  on  Upward  Mobility  Training.  The 
purpose  of  this  committee  is  to  research  and  implement  career 
development  activities  that  will  enhance  an  employee's 
opportunity  to  achieve  career  advancement.  The  focus  is  on 
those  individuals  employed  in  entry-level  jobs. 

2.  Through  collaborative  outreach  efforts  with  labor 
representatives,  each  department  division  will  actively 
encourage  and  support  individual  employee  proposals  for  career 
development  where  possible. 

3.  The  Health  Department,  through  fiscal  year  1991-92  will  continue 
its  current  20/20  Work  Training  Program  for  orderlies,  LVNs,  and 
other  employees,  wishing  to  upgrade  themselves  to  the  Registered 
Nurse  1 evel . 

4.  Department  divisions  with  specific  training  needs  will  be 
encouraged  to  work  with  the  San  Frtfhcisco  Community  College 
District  to  develop  classes  to  address  employee  needs.  These 
may  include  courses  like  Test  Taking  Techniques,  Basic  Skills 
Training,  Stress  Management,  etc. 

5.  Each  department  division  will  designate  a location  and  staff 
person  that  will  serve  as  a clearing  house  of  training  and 
evaluation  information  for  employees  in  that  division.  The 
DPH-EEO  Unit  will  provide  technical  support  services  when  needed 

6.  Each  department  division  will  be  encouraged  to  sponsor  an  annual 
Employee  Career  Day.  Representatives  from  the  various  work 
units  and  each  respective  division  will  be  invited  to  provide 
more  information  to  interested  employees  about  the  types  of  jobs 
utilized  in  their  units,  as  well  as  potential  job  opportunities. 

7.  Each  department  division  will  be  encouraged  to  establish 
Minority  Administrative  Fellowship  opportunities  aimed  at. 
increasing  the  number  of  underrepresented  minority 
administrators  at  each  division  level. 

8.  Each  department  division  will  be  strongly  encouraged  to 
establish  a Minority  Enhancement  Committee  whose  purpose  would 
be  to  work  with  the  DPH-EEO  Unit  in  setting,  monitoring,  and 
evaluating  affirmative  action  progress  specific  to  each  division 

This  committee  will  also  identify  and  prioritize  the  upward 
mobility  training  needs  of  their  particular  employee  group. 


G.  Bilingual  Services 

1.  The  DPH-EEO  Unit  will  continue  to  administer  the  Health 
Department's  Bilingual  Services  Program,  this  includes: 

a)  Reviewing  and  approving  all  department  requests  to 
designate  positions  as  bilingual; 
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b)  Certifying  an  employees  bilingual  speaking  ability  by 
coordinating  bilingual  testing.  Approximately  400  DPH 
employees  speak  one  or  more  of  the  following  languages: 
Spanish,  Cantonese,  Vietnamese,  Cambodian,  Lao,  Thai, 
Tagalog,  Japanese,  Russian,  Ethiopian,  Korean,  etc. 

c)  Maintaining  an  up-to-date  directory  of  bilingual  employees 
by  work  location,  job  classification,  languages  spoken  and 
work  shift. 

d)  Conducting  periodic  needs  assessment  survey  to  identify  the 
level  of  client  need  for  language  assistance;  and 

e)  Encouraging  department  managers  to  utilize  bilingual 
personnel  in  public/patient  contact  positions  in  order  to 
provide  equal  services  to  San  Francisco's  non-English 
speaking  population. 

2.  The  DPH-EEO  Unit  will  continue  to  convene  and  chair  meetings  of 
the  Department's  Language  Services  Advisory  Committee  (LSAC). 
This  committee  serves  as  a vehicle^for  community  input  on 
matters  relevant  to  the  overall  delivery  of  bilingual  health 
services  to  the  city's  diverse  language  communities.  The  LSAC 
will  continue  to  function  as  an  adjunct  to  San  Francisco  General 
Hospital's  Refugee  Task  Force. 

3.  The  DPH-EEO  Unit  will  continue  to  actively  recruit  job 
candidates  with  bilingual  abilities  to  fill  jobs  that  are 
designated  for  persons  with  those  language  skills. 


H.  Examinations 

1.  The  Health  Department's  Decentralized  Testing  Unit  will  continue 
to  conduct  job  analysis  for  all  examinations.  Minimum 
requirements  and  examination  formats  will  be  job  related,  based 
upon  results  of  job  analysis. 

2.  The  DPH-EEO  Unit  will  review  drafts  of  examination  announcements 
and  examination  plans  to  ensure  that  qualifications  and  test 
items  do  not  result  in  adverse  impact  against  minorities  or 
women.  Any  non-tradi tional  evaluations  of  minimum 
qualifications  will  be  reviewed  by  the  EEO  Unit  to  ensure  that 
such  procedures  do  not  undermine  affirmative  action  goals. 

3.  When  applicable,  job  announcements  will  emphasize  knowledge, 
abilities,  and  skills  rather  than  traditional  “years  of 
experience"  or  educational  degrees. 

4.  Applicant  flow  data  will  be  reviewed  at  each  stage  of  each 
examination  for  possible  adverse  impact.  Corrective  actions 
will  be  taken  if  appropriate. 

5.  Members  of  oral  interview  panels  will  be  appraised  of  the  Health 
Department's  policy  on  affirmative  action  as  part  of  the 
orientation  to  a structured  oral  examination. 
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6.  Examination  unit  staff  will  continue  to  include  women  and 
minorities  on  oral  interview  panels.  The  EEO  Unit  will  assist 
to  identify  women  and  minority  job  expert  interviewers  when 
necessary. 

7.  Examination  Unit  staff  will  continue  to  make  reasonable 
accommodations  for  disabled  applicants  to  participate  in  the 
examination  process. 

8.  DPH-EEO  Office  together  with  the  Examination  Unit  will  develop 
an  examination  schedule  projecting  classifications  subject  to 
testing  during  the  fiscal  year.  This  will  allow  the  EEO  Unit  to 
plan  for  high  volume  or  complex  recruitment  efforts,  for 
community  organizations  to  actively  participate  in  recruitment, 
and  for  some  coordination  with  school  and  college  schedules. 

1 


I.  AMERICANS  WITH  DISABILITIES  ACT  (ADA)  of  1990  and 

SECTION  504  OF  THE  REHABILITATION  ACT  OF  1972 

* 

1.  The  Department's  Affirmative  Action  Coordinator  with  direction 
from  the  Health  Director  will  continue  to  act  as  the 
Department's  504/ADA  coordinator. 

2.  Periodic  survey  of  the  Department's  workforce  will  be  conducted 
to  ascertain  the  number  of  disabled  employees.  These  surveys 
will  be  coordinated  by  the  DPH-EEO  Unit  with  participation  from 
the  respective  divisional  personnel  officers. 

3.  The  DPH-EEO  Unit  will  continue  to  work  with  the  Mayor's  Office 
to  finalize  the  Department's  504/ADA  Self-Evaluation  and 
Transition  Plan  by  July  1992. 

4.  The  DPH-EEO  Unit  will  continue  to  facilitate  issues  of 
reasonable  accommodation  .i a the  employment  process  to  insure 
equal  access  to  job  opportunities  for  disabled  employees  and  job 
appl i cants . 

I 

5.  The  DPH-EEO  Unit,  together  with  representatives  from  the  State 
Department  of  Rehabilitation  and  the  federal  Office  for  Civil 
Rights  will  offer  training  to  managers,  supervisors,  and  line 
employees  on  issues  of  accommodation  and  sensitivity  towards 
the  disabled. 

6.  The  DPH  EEO  Unit  will  continue  to  coordinate  the  Department's 
active  participation  in  the  city's  Rule  34  Program  for  the 
employment  of  the  severely  disabled.  As  of  April  1992, 
approximately  507.  of  the  jobs  thusfar  designated  city-wide  to  be 
filled  by  disabled  job  candidates  belong  to  the  Health 
Department,  (copy  of  CSC  Rule  34  is  in  the  Appendix). 


J.  Management  Information  System 

1.  The  DPH-EEO  Unit  will  continue  to  coordinate  the  compilation  and 
maintenance  of  EEO  information  on  the  Department's  workforce. 
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2.  The  Department's  Management  Information  Division  will  continue 
to  assist  the  DPH-EEO  Unit  in  the  development  of  computer  based 
programs  that  will  result  in  customized  EEO  reports.  These 
reports  will  include  workforce  by  job  class,  by  ethnicity  and 
sex,  by  department  division,  by  occupational  category,  by  salary 
levels,  etc. 

3.  With  this  MIS  capability,  the  DPH-EEO  Unit  will  generate 
workforce  composition  reports  in  response  to  requests  by  the 
Health  Commission,  the  Mayor's  Office,  state  and  federal 
regulatory  agencies,  and  community  agencies  in  a more 
comprehensive  and  expeditious  manner. 


XII.  PROGRAM  EVALUATION  AND  REPORTING  SYSTEM 


The  Affirmative  Action  Coordinator  will  be  responsible  for  monitoring 

and  evaluating  the  Department's  Affirmative  Action  program  and  its 

non-discrimination  policy.  The  following  internal  auditing  and 

reporting  system  will  be  implemented: 

* 

1.  Review  of  Applicant  Flow  Data  for  every  examination; 

2.  Review  of  all  certification  notices  for  the  Health  Department  so  as 
to  judge  the  number  of  reachable  under-represented  minority  and 
female  eligibles  under  the  Civil  Service  Rule  of  Three; 

3.  Examination  of  monthly  personnel  transaction  logs  that  reflect  the 
number  of  employments,  separations,  and  change  of  status  occurrences 
in  each  department  division  by  ethnicity,  sex,  job  classification, 
and  job  status; 

4.  Ongoing  analysis  of  discrimination  complaint  activity  by  department 
division  and  issue. 

5.  Quarterly  Affirmative  Action  Goals  updates  in  order  to  monitor  the 
programs  in  achieving  divisional  as  well  as  departmental  annual 
goal s ; 

6.  Re-enforcement  of  the  Department's  Affirmative  Action  and  EEO 
commitments  to  front  line  and  senior  managers  during  one  of  many 
EEO/AA  training  workshops; 

7.  The  Affirmative  Action  Coordinator  shall  advise  the  Health  Director 
of  the  program's  effectiveness  and  submit  recommendations  to  improve 
unsatisfactory  performance. 

8.  The  Affirmative  Action  Coordinator  will  also  be  responsible  for 
reporting  affirmative  action  progress  to  the  Health  Commission,  the 
Mayor,  the  Human  Resources  Commission,  community  agencies,  and  to 
external  regulatory  agencies  including  the  U.S.  Equal  Employment 
Opportunity  Commission,  the  State  Department  of  Fair  Employment  and 
Housing,  the  Office  for  Civil  Rights,  etc. 
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XIII. 


DISSEMINATION 


It  shall  be  the  practice  of  the  Department  of  Public  Health  to  bring 
its  policy  of  Equal  Employment  Opportunity  and  Affirmative  Action  to 
the  attention  of  all  its  employees.  It  shall  be  the  responsibility  of 
the  Personnel  Director  in  conjunction  with  the  Affirmative  Action 
Coordinator  to  ensure  that  employment  opportunity  information  is 
widely  disseminated.  They  shall  post  publications  of  such  policy  on 
bulletin  boards,  have  them  placed  in  in-house  publications,  and/or 
placed  in  pay  envelopes.  Said  policy  shall  be  incorporated  into  any 
and  all  employee  orientation  and  management  training  programs.  The 
Department  of  Public  Health's  newsletter,  local  newspapers,  and  annual 
reports  will  be  used  to  explain  the  equal  employment  opportunity  and 
affirmative  action  policy.  These  and  other  publications  yvill  be  used 
to  publicize  the  Department  of  Public  Health's  progress  ih  the  area  of 
affirmative  action. 

The  Affirmative  Action  Coordinator  shall  establish  a recruitment 
program,  conduct  recruitment  and  orientation  in  minority  group 
communities  and  among  women,  and  develop  Tegular  communication 
channels  with  minority  neighborhoods  to  assure  that  employment 
opportunity  information  is  widely  disseminated. 

The  Affirmative  Action  Coordinator  shall  be  responsible  for  the 
external  dissemination  of  the  Affirmative  Action  Policy  and  will 
notify  all  regular  recruitment  sources  including,  but  not  limited  to, 
the  California  Employment  Services  (EDD),  local  and  Bay  Area 
newspapers,  and  other  public  and  private  employment  agencies  in  the 
Bay  Area. 

The  Affirmative  Action  Coordinator  shall  maintain  lists  of  minority 
and  women's  groups,  clubs,  governmental  agencies  and  organizations, 
social  groups,  churches,  trade  and  technical  associations,  schools, 
colleges,  neighborhood  councils,  fraternal  societies,  training 
facilities,  labor  unions,  military  separation  centers,  parole  or 
correctional  institutions,  other  city  agencies,  rehabilitation 
agencies,  agencies  and  groups  serving  the  disablecf,  and  youth 
organizations,  to  be  used  for  the  dissemination  or  information. 


APPENDIX 


1 

1.  Board  of  Supervisor's  Ordinance  Prohibiting  Sexual  Harassment 

2.  Civil  Service  Commission's  Policy  Prohibiting  Slurs 

3.  Department  of  Health  Policy  on  Requiring  Employees  to  Speak  English  Only 
in  the  Workplace 

4.  Department  of  Health  Policy  on  Affirmative  Action  Consideration  in  the 
Permanent  and  Provisional  Appointment  Process 

5.  Department  of  Health  Policy  on  Reasonable  Accommodation  in  Employment 
Practices 

6.  Civil  Service  Commission  Rule  1.03  - Affirmative  Action  Plan  and  Policy 

for  Equal  Opportunities  / 

7.  Civil  Service  Rule  34  - Exempt  Employment  of  Individuals  Who  Are  Severely 
Di sabled 

8.  Department  of  Health  Policy  Prohibiting  Discrimination  on  the  Basis  of 
AIDS  and  Associated  Conditions 


9.  Department  of  Health's  Procedures  for  Filing  a Discrimination  Complaint 
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Department  of  Public  Health’ 


nd  County  of  San  Francisco 


Attachment  #1 


Date:  February  1991 


To:  Administrators 


Deputy  Directors 
Program  Chiefs 
Supervisors  and 


From:  Rafael  Centeno 


Affirmative  Actiorr  (ScT'di  nator 
Department  of  Public  Health 


Through:  Raymond  J . Baxter,  Ph.D.  f-rj 

Director  of  Public  Health 

Subject:  • Re-distribution  of  the  Amended  City  & County  Ordinance  on  Sexual 

Harassment 


The  Health  Department's  Office  of  Equal  Employment  Opportunity  and 
Affirmative  Action  is  redistributing  copies  of  Section  16.9-25  of  the 
San  Francisco  Administrative  Code  prohibiting  the  sexual  harassment  of 
City  and  County  employees.  On  Oune  13,  1986,  the  Mayor  signed  into  law 
the  following  amendment  to  Chapter  16,  16.9-25  of  the  San  Francisco 
Administrative  Code.  The  Sexual  Harassment  Ordinance  is  now  amended  to 
include  the  following: 

1.  The  definition  of  retaliation  is  clarified; 

2.  Supervisory  employees  shall  inform  appointing  officers  of 
sexual  harassment  complaints  within  three  working  days  of 
receipt;  appointing  officers  shall  then  inform  the  Civil 
Service  EEO  Unit*,  in  writing,  of  such  complaints,  within 
five  working  days;  The  Civil  Service  Commission  shall 
annually  report  to  the  Mayor’  and  Board  of  Supervisors  the 
number  of  claims  filed,  the  number  of  claims  pending, 
departments  in  which  claims  were  filed,  and  any  other 
necessary  information; 

3.  Evidence  of  complaining  party's  sexual  conduct  offered  at  a 
hearing  on  a complaint  of  sexual  harassment  shall  be 
permitted  only  with  express  approval  of  the  Discrimination 
Hearing  Panel  Procedures; 

4.  City  officials  or  employees  found  to  have  engaged  in  sexual 
harassment  shall  receive  disciplinary  action,  up  to  and 
including  demotion  or  termination; 


* Managers  shall  also  inform  the  Health  Department's  EEO  Unit. 


i Office 


101  Grove  Street 


San  Francisco,  CA  94102 


5.  Statement  of  findings,  disciplinary  action  taken,  and  any 
final  determination  of  subsequent  acts  of  sexual  harassment 
shall  be  included  in  personnel  files  and  performance 
evaluations; 

6.  Any  adverse  actions  found  to  constitute  sexual  harassment, 
such  as  termination  or  transfer,  shall  be  set  aside;  victims 
of  sexual  harassment  will  be  provided  a make-whole  remedy, 
when  a final  determination  is  made  that  sexual  harassment 
did  occur,  appointing  officers  will  provide  written  notice 
of  compliance  with  the  ordinance,  to  the  General  Manager, 
Personnel ; 

7.  Each  appointing  officer  shall  require  supervisory  personnel 
to  instruct  employees  under  their  supervision  of  the 
contents  of  this  ordinance  and  the  Civil  Service  complaint 
process;  each  appointing  officer  shall  adopt  a specific 
departmental  policy  stating  that  sexual  harassment  will  not 
be  tolerated,  and  provide  for  an  educational  training 
program  for  its  supervisory  personnel; 

8.  A department  head's  power  or -authority  to  discipline  an 
•employee  found  guilty  or  responsible  for  sexual  harassment, 
is  not  limited  by  this  ordinance. 

This  ordinance  must  be  reviewed  by  all  Health  Department  employees, 
and  posted  in  an  area  readily  available  to  all  personnel,  e.g., 
employee  lounge,  lunch  room,  or  general  information/bulletin  board. 

Subsection  (f)  of  Section  16.9-25  provides: 

"Prevention  5s  the  best  tool  for  the  elimination  of  sexual 
harassment.  All  city  commissions,  departments,  boards  and 
agencies  shall  provide  to  each  of  their  supervisory 
employees  a copy  of  this  ordinance  with  a written 
explanation  of  the  Civil  Service  procedure  for  filing  a 
complaint  for  violation  thereof,  with  the  requirement  that 
they  are  to  instruct  all  employees  under  their  supervision 
of  the  contents  thereof,  and  shall  further  express  strong 
disapproval  of  sexual  harassment  and  develop  methods  to 
improve  awareness  of  all  concerned-." 

This  same  ordinance  requires  that  the  formal  complaint  procedure 
for  filing  claims  of  sexual  harassment  be  widely  circulated  to  all 
employees.  To  this  end,  I have  attached  a copy  of  the  information 
leaflet  "How  to  File  a Discrimination  Complaint,"  which  details  the 
complaint  filing  procedure  established  by  the  Civil  Service 
Commission  pursuant  to  Section  3.661(c)  of  the  Charter. 

Since  the  Health  Department  has  its  own  Decentralized  EEO  Unit  that 
is  responsible  for  investigating  department  employee  discrimination 
complaints,  I ask  that  such  matters  be  referred  to  my  attention  for 
immediate  follow-up.  Questions  or  concerns  regarding  the 
redistribution  of  the  City  and  County's  sexual  harassment  policy 
should  be  directed  to  me  by  calling  554-2595  or  by  writing, 

Rafael  Centeno 

Affirmative  Action  Coordinator 
101  Grove  Street,  Room  208 
San  Francisco,  CA  94102 


Thank  you  for  your  attention. 


PERSONNEL  POLICY  AND  PROCEDURES  MANUAL 


CIVIL  SERVICE  COMMISSION 


Subject  2:  Mandated  Policies 


Mandated:  Administrative 
Code 

Section  16.9-25 
As  amended  7/17/89 


Section  3:  Prohibition  of  Sexual  Harassment 


SAN  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-25.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES: 
ESTABLISHING  A COMPLAINT  PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO 
HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL  HARASSMENT  INCLUDING  THE  SETTING  ASIDE 
OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS:  REQUIRING  THE  IMPOSITION  OF 
DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION:  REQUIRING 
DISTRIBUTION  OF  THE  POLICY;  INTERPRETATION. 

Ca)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by 
a City  official  or  employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and 
employees  includes,  but  is  not  limited  to: 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or 
slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking 
movement,  gestures,  or  any  physical  interference  with  normal 
work  or  movement; 

(3)  visual  forms' of  harassment,  e.g.,  derogatory  posters,  letters, 
posters,  letters,  poems,  graffiti,  cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when 
the  foregoing  behavior  unreasonably  interferes  with  work 
performance,  creates  an. -intimidating,- hostile  or  offensive 
working  environment,  influences  or  affects  the  career,  salary 
working  conditions,  job,  or  other  aspects  of  career 
development  or  an  employee  or  prospective  employee,  or  is  an 
explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City 
Officials  and  supervisory  employees  also  constitutes  sexual 
harassment: 

( 1 ) fai 1 i ng  to  take  corrective  action  when  the  officials  or 

supervisory  employees  know,  or  reasonably  should  know,  that  an 
employee  in  the  line  of  supervision  of  the  officials  or 
supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 
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Mandated:  Administrative 
Code 

Section  16.9-25 
As  amended  7/17/89 


Section  3:  Prohibition  of  Sexual  Harassment  (continued) 


(2)  retaliation  against  an  employee  or  applicant  for  employment 
who  complained  of  sexual  harassment,  or  who  testified  on 
behalf  of  one  who  made  a complaint,  or  who  assisted  or 
participated  in  any  manner  on  behalf  of  a complaintant  in  an 
.investigation,  proceeding  or  hearing  conducted  under  this 
section. 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment 
shall  inform  the  Department  head  of  such  complaint  within  three 
working  days.  Upon  receipt-  of  such  information  the  Department -bead 
shall  inform,  in  writing  the.  Equal  Employment  Opportunity  Unit  of 
Civil  Service  within  five  working  days.  Within  five  working  days 
after  receiving  notice  of  a complaint,  the  Civil  Service  Commission 
shall  report  that  complaint  to  the  Commission  on  the  Status  of 
Women.  The  Civil  Service  Commission's  reports  to  the  Commission  on 
the  Status  of  Women  shall  not  contain  information  identifying  the 
parties  involved  in  the  events  giving  rise  to  the  complaint,  but 
shall  include  all  other  relevant  details.  The  Civil  Service 
Commission  shall  report  the  outcome  of  each  complaint  to  the 
Commission  on  the  Status  of  Women  promptly  after  the  complaint  is 
resolved.  The  Civil  Service  Commission  shall  annually  report  to 
the  Board  of  Supervisors,  the  Mayor,  the  Human  Rights  Commission 
and  the  Commission  on  the  Status  of  Women  the  number  of  claims 
filed,  the  number  of  claims  pending,  the  departments  in  which 
claims  have  .been  filed  and  such  other  information  the  Commission 
determines  necessary  regarding  problems  in  enforcement  under  this 
section. 

(e)  The  discrimination  complaint  procedure  established  by  the  Civil 
Service  Commission  pursuant  to  Section-3.661 (c>. of  the  Charter 
shall  be  used  to  review -and' resol  ve  allegations  of  sexual 
harassment.  The  determination  reached  under  the  Civil  Service 
Commission  proc/edures  shall  be  final  and  shall  forthwith  be 
enforced  by  every  employee  and  appointing  officer. 

(f)  During  any  hearing  on  a complaint  of  sexual  harassment,  evidence  of 
the  sexual  conduct  of  the  complaintant  offered  to  attack  the 
credibility  of  the  complainant  shall  be  permitted  only  as  provided 
in  the  Civil  Service  Commission  Hearing  Procedures  and  with  the 
express  approval  of  the  Civil  Service  Hearing  Panel. 
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(g)  Upon  a finding  that  a City  official  or  employee  has  engaged  in 
prohibited  sexual  harassment  as  defined  herein  against  a City 
employee  or  applicant  for  employment,  the  City  official  or  employee 
shall  receive  di scipl i-nary  action  up  to  and  including  demotion  or 
dismissal  in  accordance  with  the  applicable  provisions  in  the 
Charter.  A statement  of  those  findings,  of  the  disciplinary  action 
taken,  and  of  any  final  determination  of  subsequent  acts  of  sexual 
harassment  shall  be  made  a part  of  the  employee's  personnel  file 
and  shall  be  included  in  the  employee’s  performance  evaluation. 

(h)  Whenever  a final  determination  fs  made  that  an  action  taken  against 
a City  employee,  such  as  but  not  limited  to,  a reassignment, 
transfer,  termination,  disciplinary  action  or  demotion,  constitutes 
sexual  harassment,  the  responsible  appointing  officer  in  the 
subject  department  shall  set  aside  that  action  and  provide  a make 
whole  remedy  to  the  complainant  including  but  not  limited  to 
reinstatement  of  all  benefits,  seniority  and  back  pay.  After  a 
final  determination  is  made  that  sexual  harassment  did  occur,  the 
appointing  officer  in  the  subject  department  shall  provide  written 
notification  of  compliance  with  the  requirements  of  this  section  to 
the  General  Manager,  Personnel. 

(i)  Prevention  is  the  best  tool  for  the  elimination  of  sexual 
harassment.  All  City  and  County  commissions,  departments,  boards 
and  agencies  shall  provide  to  each  of  their  supervisory  employees  a 
copy  of  this  ordinance  with  a written  explanation  of  the  Civil 
Service  procedure  for  filing  a complaint  for  violation  thereof. 

Each  appointing  officer  shall  require  his  or  her  supervisory 
personnel  to  instruct  all  employees  under  their  supervision  of  the 
contents  of  this  ordinance  and  of  the  Civil  Service  procedures  for 
filing  a complaint  for  violation  thereof,  and  shall  adopt  a 
specific  departmental  policy  delineating  that  sexual  harassment 
will  not  be  tolerated  and  shall  provide  to  or  acquire  for  its 
supervisory  personnel  a training  program  designed  to  educate  and 
thereby  prevent  sexual  harassment. 

(j)  This  policy  shall  be  construed  in  a manner  consistent  with  the 
right  of  free  speech,  association  and  privacy. 

(k)  The  offices  of  the  Human  Rights  Commission  and  the  Commission  on 
the  Status  of  Women  shall  be  available  to  provide  assistance  upon 
request  to  any  employee,  applicant  for  employment,  or  city 
department  whenever  appropriate. 

(l)  Nothing  in  this  section  is  intended  to  limit  the  power  of  a 
Department  Head  to  discipline  a department  employee  found  guilty  or 
responsible  for  sexual  harassment  or  retaliation. 
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MEMORANDUM 

Attachment 

Date: 

February  1991 

To: 

Deputy  Directors 

Hospital  Administrators 

All  Department  of  Public  Health  Employees 

From: 

Rafael  Centeno 

Affirmative  Action  Coordinator 

Through: 

Raymond  J.  Baxter,  Ph.D. 
Director  of  Public  Health  CJC' 

Subject: 

Reissuance  of  Policy  Regarding  the  Use  of  Slurs  by  City  Officials  and 
■ Employees 

On  August  18,  1980,  the  Civil  Service  Commission  adopted  the  following  policy 
recommended  by  the  Human  Rights  Commission  regarding  the  use  of  slurs  by  the  City 
officials  and  employees. 

The  Civil  Service  Commission  subsequently  requested  that  each  City  Commission  Board, 
and  department  adopt  this  policy  and  that  it  be  widely  disseminated  and  strictly  enforced 
by  every  officer  and  employee. 

^ In  accordance  with  this  request,  the  Health  Department  on  September  24,  1980  adopted 
the  following  policy: 

It  is  the  policy  of  the  Department  of  Public  Health  and  each  of  its  officials, 
employees  and  agents  acting  in  their  official  capacity,  to  treat  all  persons  equally  and 

respectfully,  and  refrain  from  the  willful  or  negligent  use  of  slurs  against  any  person 
on  the  basis  of  race,  color,  creed,  national  origin,  ancestry,  age,  sex,  sexual 
orientation,  perceived  medical  condition  or  disability  as  guaranteed  by  city,  state  and 
federal  law.  A slur,  as  used  in  the  policy,  is  a word  or  combination  of  words,  that 
denies  persons  their  lawful  right  to  equal  treatment  and  respect  as  guaranteed  by  / 

Title  VII  of  the  Civil  Rights  Act  of  1964  and  other  city  and  state  ordinances  and  laws. 
Slurs  promote  ill  will,  rancor,  and  diminishes  the  peace  and  order  of  the  workplace. 
Slurs  deprive  members  of  the  protected  groups,  equal  treatment  and  respect  by 
holding  them  up  to  public  contempt,  ridicule,  shame  and  disgrace  and  causing  them  to 
be  shunned,  avoided  or  injured  in  their  occupation. 

The  use  of  such  slurs  by  department  officials  or  employees  will  be  considered  by  this 
department  as  "prima  facie"  evidence  of  the  lack  of  competence  of  said  officials  and 
employees.  Evidence  of  usage  of  such  slurs  shall  be  entered  in  job  performance  evaluations, 
disciplinary  actions  and  considered  in  evaluating  the  fitness  of  employees. 

Any  questions  arising  out  of  the  implementation  of  this  policy  should  be  directed  to  the 
Department  of  Health's  Equal  Employment  Unit  at  101  Grove  Street,  Room  208,  (415)  554-2595. 

I) 


i ntra!  Office 


101  Grove  Street 


San  Francisco,  CA  94102 


City  and  County  of  San  Francisco 


Department  of  Public  Healt 


Attachment  #3 


Memorandum 


To: 


From: 


Subject: 


March  12,  1990  ■ 

Executive  Staff  . . 

Department -Managers  aha  Supervisors 
General  Distrijmiltl' 

Rafael  Centenor^  h 
Office  of  Equal  Employment  Opportunity 
and  Affirmative  PxlAon  Officer 

Civil  Service  Commission  Policy  on  Language  Diversity 


At  Us  meeting  of  November  5,  1989,  the  Civil  Service  Commission  adopted  the 
attached  Policy  on  Language  Diversity  for  city-wide  application.  The  Healt 
Department  has^ad  a written  policy  on  Requiring  Employees  t0  Speak  English 
Only  in  the  Workplace  since  May  29,  1986  (policy  attached). 

Both  policies  affirm  that  employees  have  a right  to  spe^.^®^hp^a^les 
language  in  the  workplace  and  that  departments  may  not  the  ru*l e 

which  abridge  that  right  unless  the  department  can  demonstrate  that  the  rule 
is  justified  by  "business  necessity"  for  the  safe  and  efficient  operation  of 
its  program. 

r.wis.'iSAtssi: 

of  any  specific  department  language  policy. 

Health  Department  managers  are  instructed  to  post  the  attached  policies  on  all 
employe^bul letin  boards,  and  to  include- these  policies  in  all  new  employee 
orientations . 

The  Health  Department's  Office  of  Equal  Employment  Opportunity  and  Affirmative 
Action  is  designated  as  the  Department's  designee  for  administering, 
interpreting  and  applying  the  provisions  of  these  policies. 

For  further  information  or  assistance  on  any  provision  ®f  ^ * 

please  contact  me,  or  Claire  Nakasue,  Affirmative  Action  Specialist,  at 

554-2595. 


David  Werdegar , M.D. , MPH 


Attachment 


County  of  San  Francisco 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 


POLICY  ON  LANGUAGE  DIVERSITY 


Civil  Service  Commission 


PURPOSE  STATEMENT 

The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desireable  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

jl  The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 

opportunity  policy  that  ensures  the  employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City's  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee’s 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 


LEGAL  REQUIREMENTS 

The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-English  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 


Room  1 51  City  Hall 


San  Francisco  9410 


DUAL  RESPONSIBILITY 


Supervisors  and  line  employees  have  a shared  responsibility  for  maintaining  a work 
environment  that  is  comfortable  and  productive  for  everyone.  Where  co-workers  or 
clients  express  concerns  about  employees  speaking  in  a language  other  than  English, 
supervisors  should  work  toward  informally  resolving  these  interpersonal  difficulties  in  a 
constructive  and  sensitive  manner. 

In  order  to  assure  effective  communication  during  emergencies  and  constructive 
discussion  of  assignments,  work  performance  and  work  rules;  supervisors  and  employees 
should  expect  that  any  direct  communications  be  conducted  in  a commonly  understood 
language. 


POLICY  IMPLEMENTATION 

The  Civil  Service  Commission  designates  its  Equal  Employment  Opportunity  Unit 
(CSC  EEO)  as  its  agent  in  administering  the  guidelines  and  provisions  of  this  policy.  The 
CSC  EEO  Unit  is  further  designated  as  the  resource  from  which  departments,  employees 
and/or  applicants  for  employment  may  obtain  assistance  on  matters  addressed  in  the 
policy. 

In  assuring  uniform  application  of  this  policy;  departments,  agencies,  boards  and 
commissions  of  the  City  and  County  of  San  Francisco  shall  be  required  to: 

1.  Adopt  this  or  a simiUar  policy  and  forward  confirmation  and  copies  of  such  to  the 
CSC  EEO  Unit  within  sixty  (60)  calendar  days  of  the  date  of  the  issuance  of  this 
policy; 

2.  Consult  with  and  obtain  the  express  approval  of  the  CSC:EEO  Unit  prior  to  the 
implementation  of  any  specific  department  language  policy  to  assure  that  it 
conforms  with  the  requirements  of  federal,  state  and  local  guidelines. 

Employees  and  applicants  for  employment  with  the  City  and  County  of  San  Francisco 
who  believe  that  any  departmental  language  policy  discriminates  in  the  terms  and/or 
conditions  of  their  employment  may  file  a complaint  with  the  CSC  EEO  Unit  under  the 
provisions  of  CSC  Rule  1.03F.  Employees  may  also  file  such  charges  with  the  California 
State  Department  of  Fair  Employment  and  Housing  or  the  United  States  Equal 
Employment  Opportunity  Commission.  Instructions  on  how  to  file  such  a complaint  are 
available  from  the  CSC  EEO  Unit  in  Room  151,  City  Hall  or  by  calling  554-4736. 


DISTRIBUTION  OF  POLICY 


Appointing  Officers  and/or  Department  Heads  are  responsible  for  assuring  that  all 
employees  are  aware  of  this  policy.  In  addition  to  distributing  this  policy  to  all  employees, 
Departments  are  required  to  post  it  at  all  times  in  a conspicious  manner  on  Departmental 
or  employee  bulletin  boards.  Further,  this  policy  is  to  be  included  in  the  Department's 
new  employee  orientation. 
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Department  of  Public  Healtt 


City  and  County  of  San  Francisco 


MEMORANDUM 


TO: 

FROM: 

SUBJECT: 


Executive  Staff 

Raymond  J.  Baxter,  Ph.D. 
Director  of  Public  Health 


Department  Affirmative  Action  Policies 


Attachment  #4 


This  letter  follows  our  recent  discussions  at  Executive  Staff  meetings  about 
our  Department's  affirmative  action  policies  and  procedures.  I would 
appreciate  each  of  you  reviewing  these  materials  carefully  with  all  members  of 
your  management  staff. 

Provisional  Positions:  Department  policy  requires  that  all  provisional  job 

vacancies  must  be  listed  with  our  Affirmative  Action  Office  so  as  to  allow  for 
full  recruitment  of  under-represented  minorities  and  women. 

Department  policy  stipulates  that  managers  should  not  make  formal  offers  of 
employment  to  job  candidates  until  the  recruitment  and  selection  process  has 
been  fully  reviewed.  Health  Department  provisional  appointments  will  be 
jointly  reviewed  by  the  DPH-EEO  and  Civil  Service  Commission  EEO  Units  for 
compliance  to  department  as  well  as  city-wide  affirmative  action  objectives. 

Permanent  Positions:  The  Affirmative  Action  Office  will  continue  to  monitor 

all  permanent  appointments  in  the  Health  Department  through  its  daily 
examination  of  department  certifications. 

Where  minority  and  female  under-representation  exists,  AA/EEO  staff  will 
consult  with  managers  to  ensure  that  under-represented  women  and  minorities 
are  hired  under  the  Civil  Service  Commission  Rule  of  Three. 

Coordination:  It  is  essential  that  the  recruitment  and  selection  process  for 

all  Health  Department  positions  fully  incorporate  the  letter  and  spirit  of 
these  policies. 

I would  ask  that  you  remind  all  department  managers  to  work  closely  with  our 
Affirmative  Action  Officer,  Mr.  Rafael  Centeno,  and  his  staff.  They  can 
provide  valuable  assistance  in  meeting  our  department  goals,  and  also  ensure 
that  there  are  no  unnecessary  delays  in  making  employment  decisions. 

Should  there  be  any  questions  about  these  policies,  please  call  Mr.  Centeno  at 
554-2595  for  assistance. 
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Memorandum 


Date:  March,  1992 

To:  Deputy  Directors  • 

Program  Chiefs 
Hospital  Administrators 
Managers  and  Line  Supervisors 

From:  Raymond  J.  Baxter, 

Director  of  Public  Health— J 

Subject:  Reasonable  Accommodation  of  the  Disabled  in  Employment  Practices 

Section  504,  Subpart  B,  of  the  Rehabilitation  Act  of  1973  prohibits 
the  discrimination  of  the  disabled  in  employment  practices  on  the 
basis  of  their  disability.- 

This  federal  lav. also  stipulates  that  reasonable  accommodation  be 
made  for  disabled  applicants  and  workers.  The  idea  here  is  that 
taking  an  examination  or  performing  a job  might  not  ordinarily  be 
possible  for  a disabled  person,  but  would  be  possible  if 
appropriate  assistance  is  made  or  modifications  were  provided. 

Therefore  the  Department  of  Public  Health  will  provide  reasonable 
accommodations  to  the  known  physical  and  mental  limitations  of 
qualified  handicapped  applicants  and  employees  in  order  for  them  to 
perform  the  essential  functions  of  the  job  in  question.  A request 
for  accommodation  will  be  considered  on  a case-by-case  basis  taking 
into  consideration  feasibility,  cost-effectiveness  and  other 
relevant  factors.  This  will  require  cooperation  of  the  manager, 
personnel  officer  and  the  Affirmative  Action  Unit. 

Department  managers  and  supervisors  are  reminded  that  a disabled 
applicant  cannot  be  rejected  because  there  is  knowledge  that  the 
person  may  require  accommodations. 

Please  direct  any  questions  concerning  these  procedures  to  Mr. 
Rafael  Centeno,  Department  Affirmative  Action  Coordinator,  at 
554-2595. 
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RULE  1 

AUTHORITY  AND  PURPOSE 


Section  1.01.  RULES  PRESCRIBED-AUTHORITY 

Under  the  authority  of  Article  XI  of  the  Constitution  of  the 
c.  i rai ifnrni a and  under  Section  3.661  of  the  Charter  of  the  City  and 
rnuntv  of  San  Francisco  the  Civil  Service  Commission  of  the  City  and -County 
o?  San  £anc?sco  Soel^ ^escribe  and  adopt  these  Rules  which  shall  have  the 
force  and  effect  of  law. 

Section  1.02.  PURPOSE 

' These  Rules  are  prescribed  for  the  purpose  of  Implementing  the 
Charter  provisions,  assuring  continuance  of  the  merit  system  promoting 
eff 1clency°1nthe  dispatch  of  public  business  and  assuring  all  persons  In  the 
Classified  Service  and  all  persons  seeking  admission  thereto  fair  and 
Impartial  treatment. 

Section  1.03.  AFFIRMATIVE  ACTION  PLAN  AND  POLICY  FOR  EQUAL  OPPORTUNITIES 
A.  Pol  icy 

1 It  Is  the  policy  of  the  Civil  Service  Commission  of  the 
City  and  County  of  San  Francisco  that  the  doors  of  opportunity  be  maintained 
wide  open  to  women  and  minorities  in  or  seeking  employment  to  the  Service, 
that  selection  of  employees  to  positions  within  the  Service  be  made  on  *he. 
basis  of  merit  in  a racially  and  politically  neutral  way,  and  that  continuing 
programs  be  maintained  to  afford  equal  opportunities  to  women  and  minority 
persons  to  achieve  meaningful  employment  at  all  levels. 

2 Vigorous  enforcement  of  the  laws  against  di scriraination 
shall  be  carried  out'at  every  level  of  each  department  toward  the  end  that  all 
persons  regardless  of  race,  religion,  sex,  national  origin,  ethnicity,  age, 
physicai  handicap,  political  affiliation. .sexual  orientation,  color,  marital 
status  medical  condition  (cancer-related)-- or -the -conditions  Acquired  Immune 
Deficiency  Syndrome  (AIDS)  and  AIDS  Related  Conditions  (ARC)  shall  have  equal 
access  to  positions  in  the  Service,  limited  only  by  their  ability  to  do  the 
job.  (Amended  1/4/88  - CSC  Rule  Change  Number  11) 

3.  No  person  in  the  Classified  Service  or  seeking 
admission  thereto,  shall  be  appointed,  reduced,  removed  or  in  any  way  favored 
or  discriminated  against  in  employment  or  opportunity  for  employment  because 
of  race  color!  sex.  sexual  orientation,  political  affiliation,  age.  religion, 
nationai  origin,  physical  handicap,  ancestry,  marital  status,  color,  medical 
condition  (cancer-related),  ethnicity  or  the  conditions  Acquired  Immune 
Deficiency  Syndrome  (AIDS)  and  AIDS  Related  Conditions  (ARC).  (Amended  1/4/88 
- CSC  Rule  Change  Number  11) 

4 No  person  in  the  Classified  Service  or  seeking 
admission  thereto  shall  be  discriminated  against  by. reason  of  the  exercise  of 
their  constitutional  right  of  free  speech  in  any  language.  This  section  shall 
not  preclude  departmental  action  against  employees  for  inability  to  per.orm 
their  jobs. 
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5.  Departments,  agencies,  boards,  and  commissions  of  the  i 
City  and  County  of  San  Francisco  shall  be  required  to  provide  reasonable  "« 

accommodation  to  qualified  handicapped  employees  or  applicants  for 
employment.  This  requirement  shall  also  apply  to  qualified  employees  and 
applicants  who  have  the  conditions  known  as  Acquired  Immune  Deficiency 
Syndrome  (AIDS)  and  AIDS  Related  Conditions  (ARC).  (Added  1/4/88  - CSC  Rule 
Change  Number  11)  1 

B.  Analysis  of  the  Work  Force 

_ 

1.  Each  department  shall  maintain  records  of  Its  work 
force  composition  by  race,  sex,  ethnicity  and  classification.  These  records 
shall  also  reflect  new  employments,  promotions,  transfers,  voluntary 
separations,  and  shall  be  reported  to  the  Commission,  Federal  and  State 
agencies  as  required.  Individual  employee  names  shall  remain  a confidential 
part  of  these  records.  The  Commission  shall  make  the  non-confldentlal 
elements  of  -these  records  available  for  public  review  upon  request. 

2.  From  the  foregoing  records,  the  Civil  Service 
Commission  staff  shall  annually  prepare  and  report  to  the  Commission  an 
analysis  of  the  workforce  to  determine  whether  percentages  of  sex,  race  or 
ethnic  groups  in  individual  job  classifications  are  substantially  similar  to 
the  percentages  of  .those  groups  available  in  the  workforce  in  the  relevant  job 
market  who  possess  the  basic  job-related  qualifications. 

3.  Whenever  such  analysis  discloses  substantial 
disparities  within  individual  classifications,  each  element  of  the  overall  ii 
selection  process  shall  be  examined  to  determine  which,  if  any,  elements 
operate  to  exclude  persons  on  the  basis  of  sex,  race  or  ethnic  group.  Such 
elements  shall  include,  but  are  not  limited  to,  recruitment,  testing,  ranking, 
certification  and  interviewing.  The  examination  of  each  element  of  the 
selection  process  shall  at  a minimum  Include  a determination  of  its  validity 

in  predicting  job  performance. 

C.  Affirmative  Action  Program  for-Equal  Opportunities 

1.  Where  the  Commission  finds  that  Invalid  selection 
procedures  have  had  an  exclusionary  effect,  the  Commission  shall  establish 
goals  and  timetables  for  the  specific  job  classification  or  occupational 
category  and  shall  Initiate  measures  designed  to  assure  that  qualified  members 
of  affected  groups  are  included  within  the  pool  of  persons  from  which 
selections  are  made,  all  of  which  shall  take  Into  account  the  availability  of 
funding  and  basically  qualified  persons  In  the  relevant  job  market. 

2.  The  Commission  commits  Itself  to  a continuing 
responsibility  for  maintenance  of  the  following  affirmative  steps  designed  to 
maintain  equal  employment  opportunities: 

a.  The  examination  of  each  element  of  each  selection 
process  to  determine-,  at  a minimum.  Its  job  relationship  validity  in 
predicting  job  performance; 

b.  Outreach  recruitment  designed  to  attract  qualified  ( 
members  of  disadvantaged  groups; 
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c.  Job  restructuring  efforts  with  the  cooperation  of 
appointing  authorities  to  organize  work  and  redesign  Jobs  In  ways  that  provide 
entry-level  training  opportunities  for  persons  lacking  Journey-level 
knowledge  of  skills  to  enter,  and,  with  appropriate  training,  to  progress  In  a 
career  field; 


d.  Revamping  of  selection  Instruments  or  .procedures , 
as  necessary,  In  order  to  reduce  or  eliminate  exclusionary  effects  on 
particular  groups  In  particular  Job  classifications; 


e.  Inclusion  of  women  and  -minorities  on  oral  appraisal 
boards  when  practicable.  Oral  appraisal  board  orientations  shall  be  conducted 
In  writing  or  by  means  of  automatic  recording  devices,  and  all  such  written 
orientation  records  shall  be  retained  with  the  permanent  records  of  the 
examination  and  may  be  Inspected  by  candidates  In  accordance  with  Rule  9.16  as 
to  Inspection  of  papers. 


f.  Systematic  efforts  to  provide  career  advancement 
training,  both  classroom  and  on-the-job,  to  employees  locked  Into  dead-end 
Jobs. 


D.  Dissemination  of  the  Rule 

Copies  of  the  foregoing  Affirmative  Action  Rule  shall  be 
available  in  all  City  departments,  which  shall  be  responsible  for  its  widest 
practicable  dissemination.  Members  of  the  oral  appraisal  boards  shall  be 
given  copies  of  this  rule  well  In  advance  of  interview  sessions.  Tne  rule 
shall  be  distributed  to  all  recruitment  sources,  local  media,  and  employee 
representative  organizations. 

E.  Monitoring  and  Evaluation 

The  Human  Rights  Commission  of  the  City  and  County  of 
San  Francisco  shall  quarterly  review  the  compliance  status  of  the  Civil 
Service  Commission  in  regard  to  this  rule  and  shall  quarterly  report  i is 
findings  and  recommendations  to  the  Commissioners  of  the  Civil  Service 
Commission  and  to  the  Mayor.  Upon  request  of  the  Human  Rights  Commission,  the 
staff  of  the  Civil  Service  ComraissionrshaM- ■■fully -disclose  all  such  non- 
confidential  books,  records,  documents  and  other  information  as  the  Human 
Rights  Commission  shall  deem  relevant  to  the  monitoring  and  evaluation 
function  herein  described.  Upon  request,  the  General  Manager,  Personnel,  or 
authorized  designee  shall  appear  and  give  testimony  before  the  Human  Rights 
Commission  with  respect  to  the  Civil  Service  Commission's  compliance  with  any 
of  the  provisions  of  this  rule. 

F.  Discrimination  Complaints 
1.  Purpose 

Pursuant  to  Charter  Section  3.661,  this  rule  estab- 
lishes procedures  to  review  and  resolve  allegations  of  discrimination  on  the 
basis  of  race,  religion,  sex,  national  origin,  ethnicity,  age,  physical  handi- 
cap political  affiliation,  sexual  orientation,  .ancestry,  martial  status, 
color,  medical  condition  (cancer-related),  or  the  conditions  Acquired  Immune 
Deficiency  syndrome  (AIDS)  and  AIDS  related  conditions  (ARC). 
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Any  employee  or  applicant  may  file  a complaint  alleging  that  he  or  she  has 
been  discriminated  against  as  a result  of  any  employment  decision  made  by  any - 
agency,  department  or  commission  of  the  City  and  County  of  San  Francisco.  fl' 
The  sole  purpose  of  proceedings  under  this  section  Is  to  provide  a mechanism^ 
for  the  Investigation  and  resolution  of  such  charges  of  discrimination  and  to 
provide  an  appropriate  remedy  for  the  complainant  where  a determination  Is 
made  that  discrimination  prohibited  by  this  rule  has  occurred.  (Amended 
1/4/88  - CSC  Rule  Change  Number  11) 

2.  Filing  a Complaint  of  Discrimination 

Filing  a complaint  under  this  rule  shall  consist  of  the 
submission  of  a -signed  letter  to  the  General  Manager,  Personnel,  of  the  Civil 
Service  Commission  specifying  those  facts  and  reasons  which  support  the  charge. 
The  letter  of  complaint  must  clearly  state  the  basis  upon  which  the  charge  of 
discrimination  is  filed  and  the  specific  adverse  action  about  which  the  ■ 
employee  Is  complaining.  The  complainant  bears  the  burden  of  proof  and  toward 
this  end,  should  also  provide  supporting  documents,  names  of  witnesses  and/or 
other  facts  that  tend  to  corroborate  the  charge. 

3.  Filing  Deadline  Requirement 

All  such  complaints  must  be  filed,  as  specified  above, 
within  thirty  (30)  calendar  days  of  the  alleged  discriminatory  action  or  with- 
in thirty  (30)  calendar  days  of  the  date  the  complainant  should  have  been 
aware  of  the  alleged  violation.  The  timely  filing  of  said  complaint  under  a 
specific  Civil  Service  Commission  approved  departmental  discrimination 
complaint  procedure,  where  applicable,  shall  serve  to  satisfy  this  time  a 
requirement.  J 


4.  Discrimination  Complaint  Process 

a.  Upon  receipt,  the  General  Manager,  Personnel,  shall 
forward  the  complaint  to  the  Assistant  Secretary  of  the  Civil  Service 
Commission  who  shall  forward  copies  of  all  such  complaints  to  the  San 
Francisco  Human  Rights  Commission  and  .to  each. member  of  the  Civil  Service 
Commission.  The  Civil  Servi re -“Equa  l ' Employment  Opportunity  Unit  (hereinafter 
EEO  Unit)  shall  act  on  behalf  of  the  General  Manager,  Personnel,  for  purposes 
of  investigation,  mediation,  and/or  any  other  resolution  of  all  such 
complaints . 


b.  The  EEO  Unit  shall  contact  the  complainant  for  pur- 
poses of  scheduling  an  initial  intake  interview  and . compl etion  of  the  appro- 
priate EEO  complaint  form.  A copy  of  the  complaint  shall  immediately  there 
after  be  forwarded  to  the  department  against  whom  charges  have  been  made. 

c.  Within  ten  (10)  working  days  of  written  notifi- 
cation to  the  department  being  charged,  the  EEO  Unit  shall  contact  both 
parties  to  determine  if  resolution  of  the  complaint  is  possible.  Both  parties 
are  strongly  encouraged  to  voluntarily  attempt  resolution  of  the  allegations. 
The  EEO  Unit  shall  serve  as  a vehicle  to  mediate  an  amicable  settlement  where 
possible.  Such  an  attempt  shall  not  imply  any  determination  or  concession  by 
either  party  with  regard  to  the  merit  of  the  charaes. 

« 
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Manager  PRer  onnel.  fS?  review.  Subject  to  those  limits  prescribed  by  law. 
resolution  agreements  shall  be  Implemented  as  soon  as  practicable. 

d Should  the  attempt  at  resolution  fail,  the  EEO  Unit 

?LDr!nlr^i  Manaaef  Personnel  one  by  the  Office  of  the  Mayor  and  one  by  the 
San  Francisco  Human’Rights  Commission  (hereinafter  the  Panel).  TMs  Panel 
shall  constitute  the  Civil  Service  Commission's  designee  for  purposes  of 
hearing  and  disposition  of  employment  discrimination  complaints.. 

i)  Recommendation  of  Dismissal 

Where  it  appears  after  investigation  that  the 
mmnlaint  clearlv  fails  to  constitute  a violation  of  this  rule,  the  EEO  Unit 
shall  Drepare  a Recommendation  of  Dismissal  specifying  the  reasons  thereror. 

Said' recommendat1on°shal.l  be  forwarded  t°.the  Panel  for  review  to  the  com- 
nlainant  and  to  the  department  charged  with  the  alleged  violation,  witnin 

Sl^n^iCalhe1Ui^n^tty«Mn  M'S®  fete  or 

complaint  or  deny  the  Recommendation  of  Dismissal  specifying  the  reaso  s 
therefor  Copies  of  the  Panel's  determination  on  the  Recommendation  ot 
Dismissal  stall  be  forwarded,  within  five  (5)  working  days  of  the  ruling  to 
the  comDlainant  and  the  department  involved.  No  evidentiary  hearing  shall  be 
‘held Tthl  Reco™endationPof  Dismissal  The  complainant. may  seek  rev,ew_of  a 
Panel’s  dismissal  determination  by  the-Ci.vil.  Service,  Commission.  The  pro- 
cedure and  time  limit  for  requesting  such  reviewshaTl  be  in  accordance  with 
Section  1 .03.F.4.d.(v)  below. 

ii)  Investigative  Report  and  Hearing 

Where  it  appears  after  investigation  that  cor- 
roborative  evidence  exists  to  warrant  hearing  of  the  charges,  an  investigative 
reDort  shall  be  forwarded  to  the  Panel  and  the  hearing  scheduled.  Both 
parties  to  the  complaint  shall  be  given,  at  least  ten  (10)  working  days  notice 
of  the  date,  time  and  location  of  the  hearing.  The  complainant  and  the 
department  shall  have  the  right  to  have  a representative  at  the  hearing,  call 
Treasonable  num-  ber  of  witnesses,  pose  pertinent  questions  of  opposing 
witnesses  through  the  Chair  of  the  Panel  and  present  closing  arguments. 

The  hearing  shall  be  conducted  in  conformance 
with  the  Civil  Service  Discrimination  Complaint  Hearing  Panel  Procedures.  A 
ciny  of  these  procedures  may  be  obtained  from  the  EEO  Unit.  The  Panel  shall 
issue  written  findings  to  both  parties  within  thirty  (30)  calendar  days  of  the 
conclusion  of  the  hearing. 
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When  appropriate  the  findings  shall  Include  a remedy  for  the  complainant  which 
shall  be  enforced  as  soon  as  practicable.  The  determination  of  the  Panel 
shall  be  final  thirty  (30)  calendar  days  from  the  postmarked  date  of  the 
written  findings  unless  either  party  to  the  com-  plaint  seeks  review  by  the 
Civil  Service  Commission.  The  procedure  and  time  limit  for  requesting  such 
review  shall  be  those  set  forth  In  Section  1 .03. F.4.d. (v)  below.  The  final 
determination  or  settlement  agreement  reached  under  this  rule  shall  be  binding 
upon  and  enforced  by  every  employee  and  appointing  officer. 

Ill)  Any  challenge  to  the  jurisdiction  of  the  Panel 
to  hear  a complaint  must  be  submitted  in  writing  to  the  EEO  Unit  for  trans- 
mission to  the  Panel  within  ten  (10)  working  days  of  the  date  of  the  written 
notice  of  complaint  sent  to  the  department  against  which  charges  have  been 
made. 


iv)  Subject  to  budgetary  considerations,  the  pro- 
ceedings shall  be  recorded  by  a Court  Reporter.  It  is  not  required  that  a 
formal  transcript  of  the  proceedings  be  made.  Should  any  party  desire  a for- 
mal transcript,  that  party  shall  bear  the  cost  of  obtaining  the  transcript. 

No  attorney  fees  shall  be  provided  to  any  party  pursuant  to  proceedings  under 
this  rule. 


v)  Request  for  Review  of  a Panel  Action 

A request  for  review  of  a Panel  dismissal  de- 
termination or  a decision  after  hearing  may  be  filed  in  writing  with  the 
Assistant  Secretary  to  the  Civil  Service  Commission  specifying  the  reasons 
therefor.  The  request  for  review  must  include,  in  detail,  the  specific 
issue(s)  upon  which  the  Panel  dismissal  or  decision  is  challenged  and  must  be 
received  in  the  Office  of  the  Assistant  Secretary  to  the  Civil  Service 
Commission  no  later  than  thirty  (30)  calendar  days  from  the  postmarked  date  of 
the  Panel's  written  dismissal  or  decision.  Requests  for  review  will  be  re- 
ferred to  the  Civil  Service  Commissioners  to  determine  if  the  Commission  will 
agree  to  review  the  matter.  The  Commission  shall  render  its  decision  within 
thirty  (30)  calendar  days  of  the- recei-pt  of ^the  request  for  review.  If  after 
consideration  of  the  written  request  a majority  of  the  Commissioners  do  not 
consent  to  hear  the  matter,  the  request  Is  denied  and  the  action  of  the  Panel 
is  final.  If  the  Commission  agrees  to  grant  the  request  for  a review,  the 
matter  shall  thereafter  be  calendared.  At  any  review  the  taking  of  evidence 
and  oral  arguments  will  be  permitted  only  as  the  Commission  may  determine.  The 
decision  of  the  Civil  Service  Commission  shall  be  final  and  no  reconsideration 
shall  be  allowed. 


5.  Where  the  allegation's  underlying  a timely-filed  discri- 
mination complaint  also  comprise  the  bases  or  are  an  element  of  a separate 
matter  which  is  subject  to  hearing  or  determination  by  the  Civil  Service 
Commission  in  accordance  with  its  Rules,  the  final  determination  reached  under 
this  rule  shall  constitute  a Finding  of  Fact  and  the  merits  of  the  discrimi- 
nation charge  shall  not  be  reheard. 

6.  Complaints  relative  to  examination  matters  covered  by 
Rule  3.04,  5.06  or  the  Office  of  Revenue  Sharing  (ORS)  Compliance  Agreement  of 
July  1979  shall  not  be  processed  under  this  rule  but  shall  be  dealt  with  by 
the  General  Manager,  Personnel,  of  the  Civil  Service  Commission. 
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7.  It  shall  be  a violation  of  this  rule  to  discriminate 
against,  retaliate  against  or  harass  any  employee  or  appl 1 cant  because  such 
employee  has  complained  of  or  opposed  any  discrimination  prohibited  under  this 
rule  or  has  made  a complaint,  testified,  supplied  evidence,  assisted  or  parti- 
cipated In  any  manner  In  any  Investigation,  proceeding  or  hearing  under  this 
rule. 

8.  Any  employee  or  applicant  may  file  a complaint  alleging 
that  he  or  she  has  been  retal lated  against  In  violation  of  subsection  F.7.  of 
this  rule  and  any  such  complaint  shall  be  filed  and  processed  In  the  same 
manner  as  other  discrimination  complaints  under  this  rule. 

9.  Investigations,  statements  of  witnesses  and  transcripts 
thereof  taken  pursuant  to  proceedings  under  this  rule  shall  be  used  only  for 
the  purposes  set  forth  In  subsection  F.4.  of  this  rule  and  shall  be  held  In 
confidence  Insofar  as  is  practicable  and  fa-1  r. 

10.  This  rule  does  not  preclude  an  individual's  right  to 
file  the  same  or  similar  complaint,  under  any  approved  city  department,  board, 
or  commission  discrimination  complaint  process,  or  with  any  state  or  federal 
regulatory  agency,  or  to  litigate  for  relief.  Where  there  exists  a specific 
Civil  Service  Commission  approved  departmental  discrimination  complaint  pro- 
cedure, the  complainant  may  opt  to  utilize  the  procedure  first  or  may  directly 
complain  to  the  Civil  Service  Commission  In  accordance  with  this  rule.  Where 
a timely  complaint  is  filed  with  both  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit  and  an  approved  departmental  discrimination 
complaint  procedure,  deferral  shall  be  accorded  to  the  departmental  procedure 
unless  the  complainant  Indicates  to  the  Equal  Employment  Opportunity  Unit,  In 
writing  and  within  five  (5)  calendar  days  of  the  Equal  Employment  Opportunity 
Unit  intake  interview,  that  they  want  the  departmental  procedures  to  cease. 

In  the  event  that  the  complainant  elects  to  proceed  under  departmental 
procedures,  the  Civil  Service  Commission  shall  hold  its  investigation  In 
abeyance,  pending  the  outcome  of  departmental  procedures.  Complainant's 
opposing  any  finding  of  the  department  shall,  within  ten  (10)  calendar  days  of 
the  issuance  of  the  findings,  request  in  writing  to  the  Equal  Employment 
Opportunity  Unit  that  the.  Civil  -Ser.v.iceCommi ssion  reinstitute  its  procedures 
under  this  rule.  (Amended  1/4/88  - CSC  Rule  Change  Number  11) 

11.  When  a complaint  filed  under  this  rule  is  also  filed 
with  a state,  federal  or  other  agency  duly  authorized  to  Investigate  com- 
plaints of  discrimination  and  to  seek  or  impose  relief,  the  Panel  may  deter- 
mine that  proceedings  under  this  rule  shall  be  suspended  and  deferral  be 
accorded  to  that  state,  federal  or  other  proceeding.  When  a charge  of  discri- 
mination filed  under  this  rule  Is  also  the  subject  or  an  element  of  liti- 
gation, proceedings  under  this  rule  shall  cease  and  deferral  be  accorded  to 
the  court. 


G.  Incorporation  of  Federal  Guidelines 

The  Commission,  consistent  with  this  rule,  hereby  adopts 
and  Incorporates  the  Federal  affirmative  action  guidelines  for  local  govern- 
ments adopted  by  the  United  States  Equal  Opportunity  Commission,  the  United 
States  Commission  on  Civil  Rights,  the  United  States  Department  of  Justice, 
the  United  States  Department  of  Labor,  and  the  United  States  Civil  Service 
Commission  as  adopted  August  26,  1976. 
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H.  Annual  Supplementary  Plan  . 

1.  Within  one-hundred-eighty  (180)  days  of  adoption  of 
this  rule  and  annually  thereafter,  the  Commission  shall  adopt  a Supplementary 
Affirmative  Action  Plan  for  Equal  Opportunities  (Annual  Plan)  consistent  with 
this  rule. 


2.  The  Annual  Plan  shall  include,  at  minimum,  a report  of 
the  composition  of  the  City  workforce,  a comparison  of  the  City  workforce  with 
the  available  qualified  San  Francisco  labor  force  by  race,  sex,  and  ethnicity, 
an  Identification  of  those  classifications  or  occupational  categories  where 
substantial  disparity  exists,  an  analysis  to  determine  the  causes  of  dis- 
parity, and  specific  actions  to  be  taken  In  order  to  resolve  the  discrimi- 
natory disparities  within  a defined  timeframe. 

3.  The  Annual  Plan  shall  also  Include  an  evaluation  and 
summary  of  the  effects  of  specific  actions  undertaken  in  the  previous  year  in 
order  to  determine  the  effectiveness  of  such  measure. 

4.  In  the  development  of  the  Annual  Plan  the  Commission 
shall  seek  and  consider  the  advice  of  experts,  community  representatives,  city 
officials  and  recognized  employee  representatives.  In  order  to  accomplish 
this  advisory  function,  the  Commission  shall,  upon  recommendation  of  the 
Mayor,  appoint  an  advisory  group  to  assist  in  the  development  of  the  Annual 
Plan. 


I.  Delegation  of  Responsibility 

1.  The  Commission  authorizes  the  General  Manager, 
Personnel,  to  create  and  maintain  an  Affirmative  Action  Division  and  provide 
such  Division  with  necessary  resources  to  execute  this  rule  pursuant  to  the 
Annual  Plan. 


2.  The  Commission  recommends  that  all  city  appointing 
officers  and  commissions  assume  responsibility  for  the  development  of  Depart- 
mental Affirmative  Action  Plans  pertinent  to  their  jurisdictions  and  con- 
sistent with  this  rule.  It  is  suggested  that  each  City  department's 
Affirmative  Action  Plan  include  a policy  statement,  utilization  of  the  work- 
force analysis,  designation  of  responsibilities,  and  specific  action  items. 

The  Civil  Service  Commission  personnel  staff  will  provide  technical  assistance 
to  appointing  officers  and  commissions  In  order  to  assist  in  the  admini- 
stration of  Departmental  Affirmative  Action  Plans. 

Section  1.04.  SEVERABILITY 

A.  If  any  rule,  section,  paragraph,  sentence,  clause  or  phrase 
of  these  Rules  is  declared  unconstitutional  or  void  for  any  reason,  such  de- 
claration shall  not  affect  the  validity  of  the  remaining  portions  of  these 
Rules.  The  Commission  hereby  declares  that  it  would  have  prescribed  and 
adopted  these  rules,  and  each  rule,  section,  paragraph,  sentence,  clause  and 
phrase  hereof,  irrespective  of  the  fact  that  any  one  or  more  rules,  sections, 
paragraphs,  sentences,  clauses  or  phrases  be  declared  unconstitutional  or  void. 

B.  The  titles  assigned  to  rules  and  sections  are  for  reference 
purposes  only  and  shall  not  be  considered  as  a substantive  part  of  these  rules. 
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C.  If  there  Is  any  conflict  In  the  provision  of  these  Rules 
and  the  Administrative  Code  of  the  City  and  County  of  San  Francisco,  the 
Administrative  Code  language  shall  apply. 


Section  1.05.  AMENDMENT  OF  RULES 

The  Commission- may  at  any  time  amend  these  Rules.  Any  such 
proposed  amendment  shall  be  posted  for  a minimum  of  seven  (7>  consecutive 
calendar  days  prior  to  adoption.  Upon  adoption,  changes  In  b 

In  effect  and  shall  be  printed.  No  change  In  the  Rules  shall  affect  a case 
pending  before  the  Commission. 

Section  1.06.  COURT  ACTIONS 

In  the  event  of  an  adverse  decision  In  a legal  action  to  which 
the  Commission  Is  a party,  the  City  Attorney  shall  aPP“'  through  and  to-the - 
highest  court  for  final  decision  unless  otherwise  ordered  by  the  Commission. 
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RULE  34 

EXEMPT  EMPLOYMENT  OF  INDIVIDUALS  WHO  ARE  SEVERELY  DISABLED 


Section  34.01.  RULE  PRESCRIBED  - AUTHORITY  - PURPOSE 

A.  In  accordance  with  Charter  Section  8.300(a)(6),  the  Civil  Service 
Commission  does  prescribe  and  adopt  this  Rule  which  shall  have  the  force  and  effect  of 
law  to  implement  the  Charter  provision  and  to  provide  an  orderly  and  effective  process  for 
the  exempt  employment  and  advancement  to  permanent  civil  service  status  of  individuals 
who  are  severely  disabled  under  the  terms  and  conditions  authorized  by  the  Charter. 

B.  This  Rule  is  not  intended  to  preclude  or  in  any  way  inhibit  the 
employment  of  individuals  who  are  severely  disabled  through  the  regular  examination 
process  or  from  provisional  appointment  as  provided  elsewhere  in  these  Rules. 

Section  34.02.  DESIGNATED  POSITIONS 

A.  An  appointing  officer  or  authorized  representative  may  identify 
entry-level  positions  in  the  department  for  the  appointment  of  individuals  who  are 
severely  disabled  and  thereupon  notify  the  General  Manager,  Personnel  in  writing  of  the 
positions  so  identified. 

B.  Such  positions  when  approved  by  the  General  Manager,  Personnel  shall 
be  designated  for  the  employment  of  individuals  who  are  severely  disabled  and  shall 
hereinafter  be  known  as  a "designated  position." 

C.  With  the  approval  of  the  General  Manager,  Personnel,  the  appointing 
officer  or  authorized  representative  may  rescind  such  designation  at  any  time  prior  to  the 
appointment  of  an  individual  pursuant  to  this  Rule.  When  a designated  position  becomes 
vacant,  the  appointing  officer  may  continue  or  cancel  such  designation. 

Section  34.03.  DEFINITION  AND  CERTIFICATION  OF  INDIVIDUALS  WHO  ARE 

SEVERELY  DISABLED 

A.  Persons  eligible  for  employment  in  designated  positions  shall  be 
subject  to  certification  by  either  the  State  of  California  Department  of  Rehabilitation  or 
Veterans  Administration  as  individuals  who  are  severely  disabled,  in  accordance  with  the 
standards  and  criteria  established  by  the  State  of  California  Department  of  Rehabilitation 
for  such  purpose. 


B.  Such  standards  and  criteria  and  any  changes  thereto  used  for  the 
certification  of  individuals  who  are  severely  disabled  to  positions  in  the  City  and  County 
Service  are  subject  to  the  acceptance  and  approval  of  the  General  Manager,  Personnel. 

C.  A copy  of  the  standards  and  criteria  used  for  the  certification  of 
individuals  who  are  severely  disabled  shall  be  available  for  public  inspection  during  regular 
business  hours  in  the  Commission  office. 
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Section  34.04.  APPRAISAL  OF  QUALIFICATIONS 

A.  All  candidates  for  designated  positions  shall  meet  the  minimum 
qualifications  applicable  to  the  class  and  shall  be  able  to  perform  the  essential  functions 
of  the  position  after  reasonable  accommodation  is  made  for  the  disability. 

B.  The  General  Manager,  Personnel  shall  establish  procedures  for  the 
appraisal  of  the  qualifications  of  all  persons  certified  for  employment  pursuant  to  this 
Rule. 

C.  For  the  purpose  of  this  Rule,  the  provisions  of  the  last  examination 
announcement  or  the  class  specification,  whichever  is  more  recent,  shall  guide  the  General 
Manager,  Personnel  in  determining  minimum  qualifications. 

D.  The  General  Manager,  Personnel  may  administer  job-related  tests 
and/or  obtain  such  supplemental  information  as  is  deemed  appropriate  in  order  to  appraise 
the  qualifications  of  candidates  certified  for  consideration  under  this  Rule. 

Section  34.05.  REFERRAL  OF  THE  INDIVIDUAL  WHO  IS  SEVERELY  DISABLED 
TO  THE  DEPARTMENT 

A.  When  there  is  a vacant  requisition  for  a designated  position,  the 
General  Manager,  Personnel  will  refer  to  the  Department  for  consideration  those 
candidates  who  meet  the  specified  terms  and  conditions. 

B.  The  candidate  and  the  authorized  departmental  representative  shall  i 

each  advise  the  General  Manager,  Personnel  of  their  assessment  of  the  position  under  J 

consideration.  The  decision  by  the  candidate  to  refuse  the  position  or  by  the  department 

to  reject  a candidate  shall  be  final  and  is  not  subject  to  appeal  except  as  provided  under 
the  anti-discrimination  provisions  of  Charter  Section  3.661(c)  and  these  Rules. 

Section  34.06.  APPOINTMENT  AND  EVALUATION  PERIOD 

A.  A candidate  selected  for  appointment  under  this  Rule  shall  be  a 
permanent  exempt  appointee  subject  to  the  one-year  Evaluation  Period  prescribed  by 
Charter. 


B.  The  provisions  found  elsewhere  in  these  Rules  governing  the  extension 
of  the  probationary  period  for  regular  civil  service  appointees  shall  be  applicable  to  the 
one-year  Evaluation  Period. 

C.  The  Evaluation  Period  is  the  critical  phase  of  the  selection  process 
and  shall  be  used  as  a trial  period  in  order  to  determine  the  ability  of  individuals  who  are 
severely  disabled  to  perform  the  assigned  duties  of  the  position  to  which  appointed. 

Section  34.07.  PERFORMANCE  APPRAISAL  DURING  EVALUATION  PERIOD 

In  accordance  with  existing  procedures  of  the  Performance  Appraisal 
System,  Performance  Appraisal  Reports  shall  be  written  during  the  Evaluation  Period  by 
the  immediate  supervisor  of  individuals  who  are  severely  disabled  according  to  the 
following  schedule: 

A.  At  the  end  of  the  first  (1st)  three  (3)  months; 
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B.  At  the  end  of  the  sixth  (6th)  month  covering  the  fourth  (4th)  through 
the  sixth  (6th)  month;  and, 

C.  At  the  end  of  the  eleventh  (11th)  month  covering  the  seventh  (7th) 
through  the  eleventh  (11th)  month. 

Section  34.08.  TERMINATION  DURING  EVALUATION  PERIOD 

A.  Consistent  with  Charter  authority  governing  the  employment  of 
individuals  exempt  from  the  civil  service  provisions  thereof,  during  the  Evaluation  Period, 
individuals  appointed  under  this  Rule  serve  at  the  discretion  of  the  appointing  officer. 

B.  At  any  time  during  the  Evaluation  Period,  the  appointing  officer  may 
terminate  the  appointee  by  giving  written  notice  to  the  individual  and  to  the  General 
Manager,  Personnel  specifying  the  reasons  therefor.  The  decision  of  the  appointing  officer 
shall  be  final  and  is  not  subject  to  appeal  except  as  provided  under  the  anti-discrimination 
provisions  of  Charter  Section  3.661(e)  and  these  Rules. 

Section  34.09.  ADVANCEMENT  TO  PERMANENT  CIVIL  SERVICE  STATUS 

A.  The  appointing  officer  shall,  in  accordance  with  procedures  prescribed 
by  the  General  Manager,  Personnel,  notify  the  General  Manager,  Personnel  in  writing  of 
the  completion  of  the  Evaluation  Period  and  shall  certify  satisfactory  job  performance 
during  the  Evaluation  Period  in  order  to  advance  the  individual  who  is  severely  disabled  to 
permanent  civil  service  status. 

B.  Upon  advancement  to  permanent  civil  service  status,  appointees  shall 
not  be  required  to  serve  a probationary  period  and  shall  acquire  all  the  rights  of  a regular 
civil  service  appointee  who  has  completed  the  probationary  period. 

Section  34.10.  COMPUTATION  OF  SENIORITY  FOR  INDIVIDUALS  WHO  ARE 

SEVERELY  DISABLED 

Nothwithstanding  any  other  provisions  of  these  Rules: 

A.  Seniority  for  the  purpose  of  layoff  shall  be  calculated  from  the  date 
an  individual  who  is  severely  disabled  began  to  work  in  an  exempt  status  in  the  designated 
position  in  a class  in  a department. 

B.  During  the  Evaluation  Period,  individuals  appointed  pursuant  to  this 
Rule  shall  be  compared  with  and  ranked  for  retention  purposes  the  same  as  probationary 
civil  service  appointees. 

C.  Seniority  accrued  by  an  individual  who  is  severely  disabled  in  a class 
and  department  during  the  Evaluation  Period  shall  be  carried  forward  upon  advancement 
to  permanent  civil  service  status  in  the  same  class  and  department. 

D.  Seniority  in  the  event  of  a tie  shall  be  determined  by  the  appointing 
officer,  whose  decision  is  final. 

Section  34.11.  RESOLUTION  OF  DISPUTES 

A dispute  concerning  the  application,  implementation  or  interpretation  of 
this  Rule  shall  be  decided  by  the  General  Manager,  Personnel,  subject  to  reconsideration 
by  the  Commission  as  provided  elsewhere  in  these  Rules. 
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Date:  February  1991 

To:  Deputy  Directors 

Hospital  Administrators 

All  Department  of  Public  Health  Employees 

From:  ‘ Raymond  J.  Baxter,  Ph.D. 

Director  of  Public  Hearrf— ^ 

Subject:  Issuance  of  Policy  Regarding  the  Prohibition  of  Discrimination  on 

the  Basis  of  AIDS  and  Associated  Conditions 

The  City  and  County  of  San  Francisco  has  amended  Part  II,  Chapter 
VII  (Police  Code)  of  the  San  Francisco  Municipal  Code  by  adding 
Article  38  which  prohibits  Discrimination  Against  Persons  Suffering 
from  the  Medical  Condition  AIDS  or  Any  Medical  Signs  or  Symptoms 
Related  Thereto. 

It  is  the  policy  of  the  City  and  County  of  San  Francisco  as  well  as 
the  Department  of  Health  to  eliminate  discrimination  based  on  the 
fact  that  a person  has  AIDS  or  any  medical  signs  or  symptoms 
related  thereto.  The  Health  Commission  has  adopted  totally  Article 
38  of  the  Municipal  Code  and  emphasizes  enforcement  of  the  attached 
specific  sections  of  Article  38.  Please  disseminate  this 
information  to  your  staff. 

If  you  should  have  any  questions  or  concerns  regarding  Article  38, 
please  contact: 


Rafael  Centeno 

Affirmative  Action  Coordinator 
101  Grove  Street,  Room  208 
San  Francisco,  CA  94102 
(415)  554-2595 
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POLICY  STATEMENT  PROHIBITING  DISCRIMINATION  IN  EMPLOYMENT  ON  THE 
BASIS  OF  ACQUIRED  IMMUNE  DEFICIENCY  SYNDROME  (AIDS),  ACQUIRED 
IMMUNE  DEFICIENCY  SYNDROME  RELATED  COMPLEX  (ARC),  HUMAN 
IMMUNODEFICIENCY  VIRUS  INFECTION  (HIV  INFECTION)  OR  ANY  MEDICAL  SIGNS 
OR  SYMPTOMS  RELATED  THERETO. 


It  is  the  policy  of  the  City  and  County  of  San  Francisco  Civil  Service  Commission 
to  prohibit  discrimination  in  the  compensation,  terms,  conditions  and  privileges  of 
employment  on  the  basis  that  any  employee  or  applicant  for  employment  with  the 
City  and  County: 

has,  is  perceived  as  having  or  has  a history  of  having  the  conditions  known  as 
Acquired  Immune  Deficiency  Syndrome  (AIDS),  Acquired  Immune  Deficiency 
Syndrome  Related  Complex  (ARC),  Human  Immunodeficiency  Virus  Infection 
(HIV  infection)  or  any  medical  signs  or  symptoms  related  thereto. 

The  Civil  Service  Commission  finds  that  AIDS,  ARC  and  HIV  infection  are  national 
and  local  health  concerns  not  confined  to  any  single  community,  the  effects  of 
which  cut  across  all  communities,  impacting  all  arenas  of  life,  including  that  of  the 
employment  setting.  To  provide  assistance  to  City  departments  in  managing  this 
concern  in  the  employment  setting,  the  Commission  establishes  the  following 
policy  guidelines: 

1.  The  current  and  best  medical  evidence  is  that  AIDS,  ARC  and  HIV  infection  do 
not  pose  a threat  of  contagion  or  transmission  from  worker  to  co-workers 
through  everyday  contact  common  in  the  work  environment; 

2.  AIDS,  ARC  and  HIV  Infection  are  life  threatening  illnesses,  which  may  be 
regarded  as  handicaps  under  prevailing  local,  state  and  federal  law.  Infection 
with  HIV  is  protected  under  state  and  local  law.  Each  individual  responds 
differently  to  the  illness  in  terms  of  ability  to  work.  On  this  basis,  as  with  all 
other  handicaps,  departments  are  required  to  make  reasonable 
accommodations  to  facilitate  the  ability  of  employees  with  AIDS,  ARC  or  HIV 
infection  to  continue  working  as  long  as  they  desire  and  are  able  to  perform 
the  essential  functions  of  the  job  with  accommodation; 
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POLICY  PROHIBITING  DISCRIMINATION 

ON  ThI  BASIS  OF  AIDS/ARC/HIV  INFECTION 


3.  Like  all  other  medical  information 

or  HIV  infection  in  an  erap  oyee  formation, 

and  aU  employees  records  or 

Departmental  personnel  having  have  a duty  to  preserve  the 

those  having  knowledge  of  a imperative 
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permission  of  the  individual  having  the  condition, 
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CIVIL  SERVICE  COMMISSION 

POLICY  PROHIBITING  DISCRIMINATION 

ON  THE  BASIS  OF  AIDS/ARC/HIV  INFECTION 


The  Civil  Service  Commission  promulgates  this  policy  in  order  to  provide  advice 
and  guidance  to  City  departments  in  managing  issues  related  to  AIDS,  ARC  and 
HIV  infection  in  the  work  place,  thereby  preventing  discrimination  in  employment 
on  this  basis.  While  departments  may  develop  their  own  policies  in  response  to  the 
specific  needs  of  their  employment  setting,  the  Civil  Service  Commission  advises 
that  this  and  any  specific  department  policies  must  comply  with  prevailing  local, 
state  and  federal  law  which  recognizes  AIDS,  ARC  and  HIV  infection  as  protected 
handicaps. 

Under  the  provisions  of  Civil  Service  Commission  Rule  1.03F,  applicants  or 
employees  of  the  City  and  County  of  San  Francisco  may  File  complaints  alleging 
discrimination  on  the  bases  of  AIDS,  ARC  and  HTV  infection.  Information  on  how 
to  file  such  complaints  is  available  from  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit,  151  City  Hall,  554-4736. 

The  Civil  Service  Commission  designates  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit  as  the  Commission’s  resource  to  which  departments 
should  direct  any  questions  or  requests  for  assistance  on  matters  addressed  in  this 
policy. 


May  2,  1988 


CIVIL  SERVICE  COMMISSION 


Gene  'al  Managfer,  Personnel 
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How  to  File  A Discrimination  Complaint 
with  the  Department  of  Public  Health’s 
Foual  Employment  Opportunity  (DPH-EBO)  Unit 


Pole  and  Purpose  of  the  DPH-EBO  Unit: 


The  Department  of  Public  Health's  Eoual  Employment  Opportunity  ( DPH-EEO)  Unit 
investigates  complaints  of  discrimination  filed  by  Health  Department  employees 
and  other  applicants  for  employment.  The  authority  to  investigate  such 
complaints  originates  from  the  Director  of  Health  and  from  Section  3.661  (c)  of 
the  San  Francisco  Charter  and  Section  1.03F  of  the  Civil  Service  Rules. 


The  investigative  role  of  the  DPH-EEO  Unit  is  that  of  an  objective  third  party, 
reDresenting  neither  the  complainant  (employee,  applicant  or  service  seeker), 
nor  the  resoondent  (Department). 

Complaint  Process 

What  kinds  of  complaints  can  be  filed  with  the  DPH-EEO  Unit? 


Discrimination  comolaints  submitted  for  investigation  must  be  based  on  one 
or  more  of  the  following: 

Pace 

Religion 

Sex 

National  Origin 
Ethnicity 

Age  (40  years  old  and  older) 

Physical  Disabilities  (includes  mental-  disabilities 

and  substance  dependencies,  as  well  as  physical 
impairments) 

Political  Affiliation 
Sexual  Orientation 
Ancestry 
Marital  Status 
Color 

Medical  Condition  (cancer  related  conditions) 

Actions  comolained  of  may  include  the  following: 

Disparate  Treatment 

Denial  of  Employment,  Training,  Promotion  or 
Reasonable  Accommodation 
Termination 
Lay-Off 

Constructive  Discharge 
Demotion 

Disciplinary  Action 

Harassment 

Work  Assignment (s) 

Sexual  Harassment 

Retaliation 

Benefits 

Other  issues,  such  as  a disagreement  regarding  Department  rules  or 
regulations  affecting  working  conditions  can  be  addressed  through  the 
Employee  Grievance  procedure. 


How  does  a Complainant  file  a discrimination  complaint  with  the  DPH-EEO  Unit? 


A Complainant  can  either  telephone  for  an  appointment  or  write  to: 
Rafael  Centeno 

Affirmative  Action  Coordinator 
"DPH-EEO  Unit 

101  Grove  Street,  Room  208 
San  Francisco,  CA  94102 
(415)  554-2595 


i Office 


I 01  Grove  Street 


San  Francisco.  CA  94102 


The  information  the  DPH-EEO-  Unit  will  need  includes  the  follcwina: 

1.  Name,  classification,  title,  employment  status,  working  unit, 
mailing  address  and  daytime  -phone  number.  • 

2.  The  basis  of  the  complaint,  i.e. , race,  religion,  etc. 

3.  The  discriminatory  action(s)  taken  against  the  Complainant 
i.e.,  denial  of  employment , training,  promotion  or  reasonable 
accommodation,  termination,  etc. 

4.  The  date(s)  the  action (s)  in  auestion  took  place. 

5.  The  work  unit  accused  of  discrimination. 

6.  The  names  and  classifications  of  the  individuals  accused  of 
discrimination. 

7.  The  names,  classifications  and  daytime  phone  numbers  of  any 
witnesses  to  the  alleaed  discriminatory  action. 

8.  A detailed  explanation  of  the  sequence  of  events  which  you 
believe  to  be  discriminatory. 

9.  The  specific  action  you  want  to  occur  to  correct  the  alleged 
discrimination. 


What  is  the  Filina  Deadline? 


Complaints  must  be  filed  within  30  calendar-  days  of  when  the  discriminatory 
action  took  place  or  within  30  calendar  days  of  when  the- employee  should 
have  been  aware  of  the  disparate  treatment. 

Hcxj  is  the  complaint  investigated? 


Upon  review  of  the  complaint  by  the  DPH-EEO  Affirmative  Action  Coordinator, 
the  complaint  will  be  assigned  to  an  investigator.  The  investigator  will 
then  contact  the  person  filing  the  complaint,  either  by  mail  or  phone  to 
schedule  an  intake  interview.  Intake  interviews  afford  the  investigator  an 
opportunity  to  clarify  the  issues  involved  and  also  allcw  the  person, 
filing  the  complaint  an  opportunity  to  present  The  ■complan.rrt  in  more-  - 
detail. 

The  investigation  includes  reviewing  and  obtaining  copies  of  relevant 
documents,  such  as  personnel  files,  attendance  reports,  and  performance 
evaluations,  interviewing  co-workers,  and  supervisors,  and  other  actions 
considered  necessary  in  order  too  obtain  relevant  information. 

It  is  important  to  remember  that  the  individual  who  brings  forth  the 
complaint  is  responsible  for  substantiating  the  charges.  Therefore,  it  is 
necessary  to  cooperate  with  the  investigator  by  providing  any  written 
material,  names  of  individuals  to  interview  or  any  other  information  which 
would  assist  the  investigation. 

Are  there  other  aoencies  where  a complaint  of  discrimination  can  be  filed? 


A Complainant  can  file  his/her  complaint  of  discrimination  with  the: 

San  Francisco  Civil  Service  Commission 
Eaual  Employment  Opportunity  Unit 
151  City  Hall 
San  Francisco,  CA 
(415)  554-4736 

California  State  Department  of  Fair  Employment  and  Housing 
30  Van  Ness  Avenue,  4th  Floor 
San  Francisco,  CA 
(415)  557-2005 

U.S.  Eaual  Employment  Opportunity  Commission 
901  Market  Street  5th  Floor 
San  Francisco,  CA 
(415)  744-6500 


Filing  a discrimination  complaint  with  the  DPH-FEO  Unit  does  not  bar  the 
Complainant  from  filing  a complaint  of  discrimination  with  any  of  the  three 
agencies  listed  above. 
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ty-and-County  of-San  Francisco Departmental  Public  Health--  . 

Ci  tv  i County  of  San  Francisco 

S.  Department  of  Public  Health 

Equal  Bnployment  Opportunity  Unit 
) 101  Grove  Street,  Room  208 

San  Francisco,  CA  94102  COMPLAINT  OF  DISCRIMINATION 

(415)  554-2595 

Complainant - — Work  Phone:  


Address Home  Phone:  

Individual(s) , Department,  and/or  Unit  which  you  believe  have  discriminated  against  ycu 


Worksite  Telephone  No.:  

Address  

Complainant's  current  employment  status:  Class  0 /Title  

Circle  one:  • PCS  TCS  LT  . NCS  PE  TZ  PROBATION  Not  a City  Employee 

. I believe  I have  been  discriminated  against  because  of  my  - 


n Race:  

/ / National  Origin:  _ 

CD  Sex:  

/ / Religion:  

CD  Ase:  

/ / Physical  Handicap: 

/ '/  Sexual  Orientation 

/ 7 Retaliation:  CD  AIDS/ARC:  

'Have  you  filed  your  complaint  with  any  other  local,  state  or  federal  agency? 

If  yes,  please  specify:  

Describe  specifically  and  in  detail  the  action(s)  taken  against  you  which  you  believe  to 
be  discriminatory.  (Please  include  dates,  witnesses  and  any  documentation.) 


CD  Political  Affiliation: 

CD  Color:  

CD  Ethnicity:  

CD  Ancestry:  

CD  Marital  Status:  

CD  Medical  Condition:  

(Cancer  related) 


. Describe  in  detail  the  harm  which  was  caused  to  you  as  a result  of  the  action(s)  you 
believe  to  be  discriminatory. 


8.  Remedy  or  corrective  action(s) 
desired:  ; 


► 


9.  Date  of  Filing  Signature 

10/89 


Central  Office 


101  Grt 


Street 


San  Fr 
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PUBLIC  LIBRARY 


AFFIRMATIVE  ACTION  PLAN 

April  7,  1992 

Drafted  7/31/89,  Revised  10/20/92 


INTRODUCTION  TO  THE  SAN  FRANCISCO  PUBLIC  LIBRARY 


LIBRARY  MISSION  STATEMENT 

The  San  Francisco  Public  Library  system  is  dedicated  to  free  and  equal  access  to 
information,  knowledge,  independent  learning  and  the  joys  of  reading  for  our 
diverse  community. 

LIBRARY  ORGANIZATION 

The  library  is  a department  of  the  City  and  County  of  San  Francisco.  The  seven- 
member  Library  Commission,  which  is  appointed  by  the  Mayor  to  four-year  terms 
pursuant  to  Section  3.560  of  the  Charter,  oversees  the  library  and  sets  policy 
for  the  entire  library  system.  The  City  Librarian  reports  directly  to  the 
Commission  and  serves  at  their  pleasure. 

The  library  is  organized  into  three  divisions:  the  Main  Library,  the  branch 
libraries,  and  Technical  Services.  Each  is  headed  by  a Chief  Librarian.  The 
Secretary  to  the  Library  Commission  is  commission-appointed  and  is  charged  with 
the  accounting,  maintenance,  security,  and  supplies  functions  of  the  library. 

The  San  Francisco  Public  Library  system  includes  the  Main  Library,  nineteen 
neighborhood  branches,  seven  reading  centers,  a library  for  the  blind,  and  a 
bookmobile.  The  budget  ($14.2  million  in  FY  1992/93 ) is  used  to  fund  340 
permanent  positions. 

STATEMENT  OF  POLICY 

[Adopted  by  the  Library  Comission  on  August  1,  1989] 

It  is  the  policy  of  the  San  Francisco  Public  Library  that  no  person  seeking 
employment  or  promotion  be  in  any  way  favored  or  discriminated  against  on  the 
basis  of  race,  color,  sex,  sexual  orientation,  political  affiliation,  age, 
religion,  national  origin,  disability,  ancestry,  marital  status,  ethnicity,  or 
medical  conditions  including  but  not  limited  to  cancer-related  conditions  or  any 
medical  conditions  related  to  HIV  infection. 

The  Library  Commission,  the  City  Librarian,  the  Library  administration  and 
management  are  committed  to  fostering  equitable,  non-discriminatory  employment 
practices  and  to  promoting  employment  opportunities  for  historically 
disadvantaged  groups. 
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As  part  of  its  affirmative  action  policy,  the  library  has  established  four 
ongoing  objectives: 

• To  attain  a work  force  in  all  job  categories  which  substantially 
reflects  the  general  labor  force  in  San  Francisco. 

• To  work  towards  developing  a labor  force  of  library  professionals 
which  is  more  reflective  of  the  diversity  in  the  general  population. 

• To  maintain  compliance  with  all  applicable  local,  state  and 
federal  laws,  guidelines  and  regulations  concerning  affirmative 
action. 

• To  foster  a work  environment  which  respects  the  wide  diversity  of 
its  employees. 

Furthermore,  it  is  the  intent  of  the  SF  Library  Commission  to  commit  funds  and 
resources  towards  the  establishment  of  a program  that  will  move  the  library 
towards  the  goal  of  developing  a work  force  that  is  reflective  of  the  general 
population  of  San  Francisco.  This  may  take  the  form  of  outside  recruitment  of 
minorities  to  qualify  through  civil  service  exams  for  library  jobs,  establishment 
and  support  of  minority  scholarships,  establishment  of  an  upward  mobility 
training  program,  and  development  of  more  extensive  relationships  with  library 
schools  nationwide. 


DESIGNATION  OF  RESPONSIBILITY 

It  is  the  responsibility  of  the  Library  Commission  to  adopt  the  policy  out  of 
which  an  Affirmative  Action  Plan  is  developed.  The  City  Librarian,  Kenneth  E. 
Dowlin,  develops  and  administers  the  plan  with  the  assistance  of  the  EEO  Unit  of 
the  Civil  Service  Commission.  Kenneth  E.  Dowlin,  the  City  Librarian,  is 
ultimately  responsible  for  the  administration  of  the  program.  Diana  Buchbinder, 
Departmental  Personnel  Officer,  is  designated  the  department's  Affirmative  Action 
Officer. 


NARRATIVE  DISCUSSION 

The  library  has  been  actively  working  for  the  last  twelve  years  to  reduce 
disparities  between  its  work  force  and  the  labolr  force  composition  at  large. 

In  classifications  employed  city-wide,  the  library  is  unable  to  significantly 
influence  the  pool  of  applicants.  The  3600  series  however  is  utilized  almost 
exclusively  in  the  library.  For  examinations  in  these  classes,  the  library  has 
made  a concerted  effort  to  assist  Civil  Service  in  encouraging  participation  from 
under-represented  groups.  This  has  been  done  by  notifying  minority  caucuses  in 
the  library  profession,  wide  distribution  of  announcements,  as  well  as  the 
encouragement  of  current  employees  to  apply  for  promotional  examinations. 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 


CIVIL  SERVICE  COMMISSION 


HOW  TO  FILE  A DISCRIMINATION  COMPLAINT 


Equal  Employment  Opportunity  Unit  - Role  and  Purpose 

The  Equal  Employment  Opportunity  (EEO)  Unit  of  the  Civil  Service 
Commission  investigates  complaints  of  discrimination  filed  by  City 
and  County  employees  or  applicants  for  employment.  The  authority  to 
investigate  such  complaints  stems  from  Section  3.661(c)  of  the  San 
Francisco  Charter  and  Section  1.03F  of  the  Civil  Service  Rules. 

The  investigative  role  of  the  EEO  Unit  is  that  of  an  objective 
third  party,  representing  neither  the  complainant  (employee),  nor 
the  respondent  (department). 

Complaint  Process 

Basis: 

Discrimination  complaints  submitted  for  investigation  must  be 
based  on  one  or  more  of  the  following:  RACE,  RELIGION,  SEX, 
NATIONAL  ORIGIN,  ETHNICITY,  AGE,  PHYSICAL  HANDICAP,  POLITICAL 
AFFILIATION,  SEXUAL  ORIENTATION,  ANCESTRY,  MARITAL  STATUS, 

COLOR,  MEDICAL  CONDITION  (cancer-related),  or  ACQUIRED  IMMUNE 
DEFICIENCY  (AIDS)  or  AIDS  RELATED  CONDITION  (ARC). 

Actions  complained  of  may  include  the  following:  DENIAL  OF 
EMPLOYMENT,  TRAINING,  PROMOTION,  REASONABLE  ACCOMMODATION  (for 
PHYSICAL  HANDICAP,  RELIGION,  AIDS,  or  ARC);  TERMINATION, 

LAY-OFF,  CONSTRUCTIVE  DISCHARGE,  DEMOTION,  DISCIPLINARY  ACTION, 
HARASSMENT,  WORK  ASSIGNMENT(S)  and  SEXUAL  HARASSMENT. 

Other  issues,  such  as  a disagreement  regarding  Department  rules 
or  regulations  affecting  working  conditions,  may  be  subject  to 
review  through  the  Employee  Grievance  procedure. 

Filing: 

A letter  specifying  in  detail  the  basis  of  discrimination  and 


If  you  are  a current  City  and  County  employee,  please  also 
include  your  current  Civil  Service  classification  and  status, 
the  department  where  you  are  employed,  and  the  length  of  time 
you  have  been  employed  with  the  City  and  County  of  San  Francisco. 

Filing  Dead  line: 

Letters  of  complaint  must  be  filed  within  30  calendar  days  of 
the  date  the  discriminatory  action  took  place,  or  within  30 
calendar  days  of  the  date  the  employee  should  have  first  become 
aware  of  the  violation.  Therefore,  time  is  an  important  factor 
when  filing  a complaint  with  the  Civil  Service  Commission. 

Investigation: 

Upon  review  of  the  letter  of  complaint  by  the  General  Manager, 
the  complaint  will  be  referred  to  the  EEO  Unit  for 
investigation.  The  complaint  will  be  assigned  to  an 
investigator.  The  investigator  will  then  contact  the  person 
filing  the  complaint,  either  by  mail  or  phone,  to  schedule  an 
intake  interview.  Intake  interviews  afford  the  investigator  an 
opportunity  to  clarify  the  issues  involved  and  also  allow  the 
person  filing  the  complaint  an  opportunity  to  present  the 
complaint  in  more  detail. 

The  investigation  includes  reviewing  and  obtaining  copies  of 
relevant  documents  such  as  personnel  files,  attendance  reports 
and  performance  evaluations,  interviewing  co-workers  and 
supervisors,  and  other  actions  considered  necessary  in  order  to 
obtain  relevant  information. 

It  is  important  to  remember  that  the  individual  who  brings  forth 
the  complaint  is  responsible  for  substantiating  the  charges. 
Therefore,  it  is  necessary  to  cooperate  with  the  investigator  by 
providing  any  written  material,  names  of  individuals  to 
interview,  or  any  other  information  which  would  assist  the 
investigation. 

During  the  intake  interview,  the  entire  complaint  process  will 
be  explained  in  more  detail  by  the  assigned  investigator.  Any 
questions  regarding  the  process  can  be  asked  during  the  intake 
interview. 


Civil  Service  Rule  1.03(f)  Discrimination  Complaints  available  in 
City  Hall,  Room  153. 


CIVIL  SERVICE  COMMISSION 

POLICY  PROHIBITING  DISCRIMINATION 

ON  THE  BASIS  OF  AIDS/ARC/HIV  INFECTION 


The  Civil  Service  Commission  promulgates  this  policy  in  order  to  provide  advice 
and  guidance  to  City  departments  in  managing  issues  related  to  AIDS,  ARC  and 
HIV  infection  in  the  work  place,  thereby  preventing  discrimination  in  employment 
on  this  basis.  While  departments  may  develop  their  own  policies  in  response  to  the 
specific  needs  of  their  employment  setting,  the  Civil  Service  Commission  advises 
that  this  and  any  specific  department  policies  must  comply  with  prevailing  local, 
state  and  federal  law  which  recognizes  AIDS,  ARC  and  HIV  infection  as  protected 
handicaps. 

Under  the  provisions  of  Civil  Service  Commission  Rule  1.03F,  applicants  or 
employees  of  the  City  and  County  of  San  Francisco  may  file  complaints  alleging 
discrimination  on  the  bases  of  AIDS,  ARC  and  HIV  infection.  Information  on  how 
to  file  such  complaints  is  available  from  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit,  151  City  Hall,  554-4736. 

The  Civil  Service  Commission  designates  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit  as  the  Commission’s  resource  to  which  departments 
should  direct  any  questions  or  requests  for  assistance  on  matters  addressed  in  this 
policy. 


May  2,  1988 


CIVIL  SERVICE  COMMISSION 


John  J.  Walsh 

Gene  'al  Manager,  Personnel 


5938C 


City  and  County  of  San  Francisco 


Civil  Service  Commission 


September  2,  1980 
Reissued:  May  12,  1988 


MEMORANDUM 


To  : All  Appointing  Officers 

Departmental  Personnel  Officers 

Employees  and  Employee  Organization  Representatives 

From  : John  J . Walsh 

General  Manager,  Personnel 

SUBJECT  : POLICY  REGARDING  THE  USE  OF  SLURS  BY  CITY  OFFICIALS  AND  EMPLOYEES 

At  its  meeting  of  August  18,  1980,  the  Civil  Service  Commission  adopted  the 
following  policy  recommended  by  the  Human  Rights  Commission  regarding  the  use 
of  slurs  by  City  officials  and  employees: 

"IT  IS  THE  POLICY  OF  THE  CITY  AND  COUNTY  OF  SAN  FRANCISCO,  AND  EACH 
OF  ITS  OFFICIALS,  EMPLOYEES  AND  AGENTS  ACTING  IN  THEIR  OFFICIAL 
CAPACITY,  TO  TREAT  ALL  PERSONS  EQUALLY  AND  RESPECTUFULLY,  AND  TO 
REFRAIN  FROM  THE  WILLFUL  OR  NEGLIGENT  USE  OF  SLURS  AGAINST  ANY 
PERSON  ON  THE  BASIS  OF  RACE,  COLOR,  CREED,  NATIONAL  ORIGIN,  ANCES- 
TRY, AGE,  SEX,  SEXUAL  ORIENTATION  OR  DISABILITY.  A SLUR,  AS  USED  IN 
THIS  POLICY,  IS  A WORD  OR  COMBINATION  OF  WORDS  THAT  BY  ITS  VERY 
UTTERANCE  INFLICTS  INJURY,  OFFERS  LITTLE  OPPORTUNITY  FOR  RESPONSE, 
APPEALS  NOT  TO  RATIONAL  FACULTIES,  OR  IS  AN  UNESSENTIAL  OR  GRATU- 
ITOUS PART  OF  ANY  EXPOSITION  OF  FACT  OR  OPINION.  ALL  PERSONS  ARE 
ENTITLED  BY  LAW  TO  THE  RIGHT  OF  EQUAL  TREATMENT  AND  RESPECT.  SLURS 
DEPRIVE  MEMBERS  OF  THE  PROTECTED  GROUPS  OF  THIS  RIGHT  BY  HOLDING 
THEM  UP  TO  PUBLIC  CONTEMPT,  RIDICULE,  SHAME,  AND  DISGRACE  AND 
CAUSING  THEM  TO  BE  SHUNNED,  AVOIDED  OR  INJURED  IN  THEIR  OCCUPATION. 

BY  PROMOTING  ILL  WILL  AND  RANCOR,  SLURS  DIMINISH  PEACE  AND  ORDER. 

THE  USE  OF  SUCH  SLURS  BY  CITY  OFFICIALS  OR  EMPLOYEES  WILL  BE  CON- 
SIDERED BY  COMMISSIONS,  DEPARTMENTS,  AGENCIES,  BOARDS,  OR  APPOINTING 
AUTHORITIES  AS  PRIMA  FACIE  EVIDENCE  OF  THE  LACK  OF  COMPETENCE  OF 
SAID  CITY  OFFICIALS  AND  EMPLOYEES.  EVIDENCE  OF  USAGE  OF  SUCH  SLURS 
SHALL  BE  ENTERED  IN  JOB  PERFORMANCE  EVALUATIONS  AND  SHALL  BE 
CONSIDERED  IN  EVALUATING  THE  FITNESS  OF  CITY  EMPLOYEES." 


It  is  requested  that  each  commission,  board  and  department  adopt  this  policy 
and  that  it  be  widely  disseminated  to  and  rigorously  enforced  by  every  officer 
and  employee  of  the  City  and  County.  Please  notify  the  Civil  Service 
Commission  and  the  Human  Rights  Commission  in  writing  of  action  taken  to 
implement  this  policy  and  forward  copies  of  commission  or  board  resolutions 
and  departmental  orders  or  directives  to  both  ,agenci es . 


John  J.  Walstl 
Genaral  Manager,  Personnel 


Room  151  City  Hall 


San  Francisco  941 


;ity  and  County  of  San  Francisco 


Civil  Service  Commission 


CIVIL  SERVICE  COMMISSION 


POLICY  STATEMENT  PROHIBITING  DISCRIMINATION  IN  EMPLOYMENT  ON  THE 
BASIS  OF  ACQUIRED  IMMUNE  DEFICIENCY  SYNDROME  (AIDS),  ACQUIRED 
IMMUNE  DEFICIENCY  SYNDROME  RELATED  COMPLEX  (ARC),  HUMAN 
IMMUNODEFICIENCY  VIRUS  INFECTION  (HIV  INFECTION)  OR  ANY  MEDICAL  SIGNS 
OR  SYMPTOMS  RELATED  THERETO. 


It  Is  the  policy  of  the  City  and  County  of  San  Francisco  Civil  Service  Commission 
to  prohibit  discrimination  in  the  compensation,  terms,  conditions  and  privileges  of 
employment  on  the  basis  that  any  employee  or  applicant  for  employment  with  the 
City  and  County: 

has,  is  perceived  as  having  or  has  a history  of  having  the  conditions  known  as 
Acquired  Immune  Deficiency  Syndrome  (AIDS),  Acquired  Immune  Deficiency 
Syndrome  Related  Complex  (ARC),  Human  Immunodeficiency  Virus  Infection 
(HIV  infection)  or  any  medical  signs  or  symptoms  related  thereto. 

The  Civil  Service  Commission  finds  that  AIDS,  ARC  and  HIV  infection  are  national 
and  local  health  concerns  not  confined  to  any  single  community,  the  effects  of 
which  cut  across  all  communities,  impacting  all  arenas  of  life,  including  that  of  the 
employment  setting.  To  provide  assistance  to  City  departments  in  managing  this 
concern  in  the  employment  setting,  the  Commission  establishes  the  following 
policy  guidelines: 

1.  The  current  and  best  medical  evidence  is  that  AIDS,  ARC  and  HIV  infection  do 
not  pose  a threat  of  contagion  or  transmission  from  worker  to  co-workers 
through  everyday  contact  common  in  the  work  environment; 

2.  AIDS,  ARC  and  HIV  Infection  are  life  threatening  illnesses,  which  may  be 
regarded  as  handicaps  under  prevailing  local,  state  and  federal  law.  Infection 
with  HIV  is  protected  under  state  and  local  law.  Each  individual  responds 
differently  to  the  illness  in  terms  of  ability  to  work.  On  this  basis,  as  with  all 
other  handicaps,  departments  are  required  to  make  reasonable 
accommodations  to  facilitate  the  ability  of  employees  with  AIDS,  ARC  or  HIV 
infection  to  continue  working  as  long  as  they  desire  and  are  able  to  perform 
the  essential  functions  of  the  job  with  accommodation; 
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CIVIL  SERVICE  COMMISSION 

POLICY  PROHIBITING  DISCRIMINATION 

ON  THE  BASIS  OF  AIDS/ARC/HIV  INFECTION 


Like  all  other  medical  information  and  records,  the  conditions  of  AIDS  ARC 
or  HIV  infection  in  an  employee  or  applicant  are  subject  to  privacy  protection 
and  all  employees  have  a right  to  the  confidentiality  of  medical  information. 
Departmental  personnel  having  access  to  an  individual  s medical  records  or 
those  having  knowledge  of  a medical  condition  have  a duty  to  preserve  the 
privacy  and  confidentiality  of  the  information.  To  that  end  it  is  imperative 
that  such  information  not  be  shared  without  the  express  and  prior  written 
permission  of  the  individual  having  the  condition; 

In  that  employees  with  AIDS,  ARC  or  HIV  infection  do  not  pose  a threat  of 
contagion  to  co-workers  through  everyday  work  place  contact,  the  refuel  by 
co-worker(s)  to  work  with  an  individual  having  or  perceived  to  have  AIDS, 

ARC  or  HIV  infection  can  be  considered  insubordination,  subject  to  due 
process  disciplinary  action  in  consideration  of  the  specific  facts  and 
circumstances  of  the  refusal.  Similarly,  members  of  the  public  with  A 
ARC  or  HIV  infection  pose  no  threat  of  contagion  to  City  employees  providing 
common  public  services  and  the  refusal  of  any  City  employee  to  provide  public 
service  on  this  basis  can  be  grounds  for  disciplinary  action; 

Departments  must  treat  AIDS,  ARC  and  HIV  infection  as  they  would  any  other 
life  threatening  illness  and  must  therefore  apply  and  comply  with  all  Civil 
Service  Commission  rules  which  govern  employee  health  including  but  not 
limited  to  leaves  of  absence,  disability  transfers  and  medical  examinations. 
Under  no  circumstances  shall  an  employee  or  applicant  be  required  as ia 
condition  of  pre-employment  or  employment  to  undergo  any  tests  to  detect 
the  presence  of  the  HIV  antibody,  antigen  or  virus, 

Employees  who  are  affected  by  any  Ufe  threatening  illness  should  be  treated 
with  compassion  and  understanding.  Department  personnel  should  provide 
support  and  encouragement  and  foster,  by  example,  an  attitude  of  sensitivity 
to  the  needs  of  chronically  ill  colleagues,  recognizing  that  continued 
employment  and  interaction  in  the  work  environment  can  be  physically, 
mentally  and  emotionally  beneficial.  Similiarly,  such  compassion  should  be 
shown  to  employees  who  have  a family  member  or  significant  other  who  has 
AIDS,  ARC  or  HIV  infection; 

Given  the  fears  that  AIDS,  ARC  and  HIV  infection  often  inspire,  the  most 
effective  way  to  avoid  disruption  and  discrimination  in  the  work  place  is  to 
prepare  and  educate  all  employees.  In  fostering  a rational,  compassionate  and 
non-ddscrim inatory  understanding  of  AIDS,  ARC  and  HIV  infection  in  the  work 
Zee  depXenS  should  implement  educational  programs.  These  programs 
should  be  based  on  the  best  available  medical  knowledge,  ^soi^ces  for  the 
employee  support  and  City  and  County  pobcies  and  rules  which  apply  to  the 
issues  of  AIDS,  ARC  and  HIV  infection  in  the  work  place. 


SAN  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-25.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES;  ESTABLISHING  A COMPLAINT 
PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL 
HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS;  REQUIRING  THE 
IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION;  REQUIRING  DISTRIBUTION 
OF  THE  POLICY;  INTERPRETATION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City  official  or 
employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees  includes, 
but  is  not  limited  to: 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement,  gestures,  or  any 
physical  interference  with  normal  work  or  movement; 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems,  graffiti, 
cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the  foregoing  behavior 
unreasonably  interferes  with  work  performance,  creates  an  intimidating,  hostile  or 
offensive  working  environment,  influences  or  affects  the  career,  salary,  working 
conditions,  job,  or  other  aspects  of  career  development  of  an  employee  or 
prospective  employee,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory  employees  know, 
or  reasonably  should  know,  that  an  employee  in  the  line  of  supervision  of  the 
officials  or  supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who  complained  of 
sexual  harassment,  or  who  testified  on  behalf  of  one  who  made  a complaint,  or  who 
assisted  or  participated  in  any  manner  on  behalf  of  a complainant  in  an 
investigation,  proceeding  or  hearing  conducted  under  this  section 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall  inform  the 
department  head  of  such  complaint  within  three  (3)  working  days.  Upon  receipt  of  such  information 
the  department  head  shall  inform,  in  writing,  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  (5)  working  days.  Within  five  (5)  working  days  after  receiving  notice  of  a 
complaint,  the  Civil  Service  Commission  shall  report  that  complaint  to  the  Commission  on  the 
Status  of  Women.  The  Civil  Service  Commission's  reports  to  the  Commission  on  the  Status  of  Women 
shall  not  contain  information  identifying  the  parties  involved  in  the  events  giving  rise  to  the 
complaint,  but  shall  include  all  other  relevant  details.  The  Civil  Service  Commission  shall 
report  the  outcome  of  each  complaint  to  the  Commission  on  the  Status  of  Women  promptly  after  the 
complaint  is  resolved.  The  Civil  Service  Commission  shall  annually  report  to  the  Board  of 
Supervisors,  the  Mayor,  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women  the 
number  of  claims  filed,  the  number  of  claims  pending,  the  departments  in  which  claims  have  been 
filed  and  such  other  information  the  Commission  determines  necessary  regarding  problems  in 
enforcement  under  this  section. 


(e)  The  discrimination  complaint  procedure  established  by  the  Civil  Service  Commission 
pursuant  to  Section  3.661(c)  of  the  Charter  shall  be  used  to  review  and  resolve  allegations  of 
sexual  harassment.  The  determination  reached  under  the  Civil  Service  Commission  procedures  shall 
be  final  and  shall  forthwith  be  enforced  by  every  employee  and  appointing  officer. 

(f)  During  any  hearing  on  a complaint  of  sexual  harassment,  evidence  of  the  sexual  conduct 
of  the  complainant  offered  to  attack  the  credibility  of  the  complainant  shall  be  permitted  only  as 
provided  in  the  Civil  Service  Commission  Hearing  Procedures  and  with  the  express  approval  of  the 
Civil  Service  Hearing  Panel. 

(g)  Upon  a finding  that  a City  official  or  employee  has  engaged  in  prohibited  sexual 
harassment  as  defined  herein  against  a City  employee  or  applicant  for  employment,  the  City 
official  or  employee  shall  receive  disciplinary  action  up  to  and  including  demotion  or  dismissal 
in  accordance  with  the  applicable  provisions  in  the  Charter.  A statement  of  those  findings,  of 
the  disciplinary  action  taken,  and  of  any  final  determination  of  subsequent  acts  of  sexual 
harassment  shall  be  made  a part  of  the  employee's  personnel  file  and  shall  be  included  in  the 
employee's  performance  evaluation. 

(h)  Whenever  a final  determination  is  made  that  an  action  taken  against  a City  employee, 
such  as  but  not  limited  to,  a reassignment,  transfer,  termination,  disciplinary  action  or 
demotion,  constitutes  sexual  harassment,  the  responsible  appointing  officer  in  the  subject 
department  shall  set  aside  that  action  and  provide  a make-whole  remedy  to  the  complainant 
including  but  not  limited  to  reinstatement  of  all  benefits,  seniority  and  back  pay.  After  a final 
determination  is  made  that  sexual  harassment  did  occur,  the  appointing  officer  in  the  subject 
department  shall  provide  written  notification  of  compliance  with  the  requirements  of  this  section 
to  the  General  Manager,  Personnel. 

(i)  Prevention  is  the  best  tool  for  the  elimination  of  sexual  harassment.  All  City  and 
County  commissions,  departments,  boards  and  agencies  shall  provide  to  each  of  their  supervisory 
employees  a copy  of  this  ordinance  with  a written  explanation  of  the  Civil  Service  procedure  for 
filing  a complaint  for  violation  thereof.  Each  appointing  officer  shall  require  his  or  her 
supervisory  personnel  to  instruct  all  employees  under  their  supervision  of  the  contents  of  this 
ordinance  and  of  the  Civil  Service  procedures  for  filing  a complaint  for  violation  thereof,  and 
shall  adopt  a specific  departmental  policy  delineating  that  sexual  harassment  will  not  be 
tolerated  and  shall  provide  to  or  acquire  for  its  supervisory  personnel  a training  program 
designed  to  educate  and  thereby  prevent  sexual  harassment. 

(j)  This  policy  shall  be  construed  in  a manner  consistent  with  the  right  of  free  speech, 
association  and  privacy. 

(k)  The  offices  of  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women 
shall  be  available  to  provide  assistance  upon  request  to  any  employee,  applicant  for  employment, 
or  City  department  whenever  appropriate. 

(l)  Nothing  in  this  Section  is  intended  to  limit  the  power  of  a department  head  to 
discipline  a department  employee  found  guilty  or  responsible  for  sexual  harassment  or  retaliation. 


(Amended  by  Ord.  213-86,  App.  6/13/86;  Ord.  271-89.  App.  7/28/89). 
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DUAL  RESPONSIBILITY 


Supervisors  and  line  employees  have  a shared  responsibility  for  maintaining  a work 
environment  that  is  comfortable  and  productive  for  everyone.  Where  co-workers  or 
clients  express  concerns  about  employees  speaking  in  a language  other  than  English, 
supervisors  should  work  toward  informally  resolving  these  interpersonal  difficulties  in  a 
constructive  and  sensitive  manner. 

In  order  to  assure  effective  communication  during  emergencies  and  constructive 
discussion  of  assignments,  work  performance  and  work  rules;  supervisors  and  employees 
should  expect  that  any  direct  communications  be  conducted  in  a commonly  understood 
language. 


POLICY  IMPLEMENTATION 

The  Civil  Service  Commission  designates  its  Equal  Employment  Opportunity  Unit 
(CSC  EEO)  as  its  agent  in  administering  the  guidelines  and  provisions  of  this  policy.  The 
CSC  EEO  Unit  is  further  designated  as  the  resource  from  which  departments,  employees 
and/or  applicants  for  employment  may  obtain  assistance  on  matters  addressed  in  the 
policy. 

In  assuring  uniform  application  of  this  policy;  departments,  agencies,  boards  and 
commissions  of  the  City  and  County  of  San  Francisco  shall  be  required  to: 

1.  Adopt  this  or  a similiar  policy  and  forward  confirmation  and  copies  of  such  to  the 
CSC  EEO  Unit  within  sixty  (60)  calendar  days  of  the  date  of  the  issuance  of  this 
policy; 

2.  Consult  with  and  obtain  the  express  approval  of  the  CSC:EEO  Unit  prior  to  the 
implementation  of  any  specific  department  language  policy  to  assure  that  it 
conforms  with  the  requirements  of  federal,  state  and  local  guidelines. 

Employees  and  applicants  for  employment  with  the  City  and  County  of  San  Francisco 
who  believe  that  any  departmental  language  policy  discriminates  in  the  terms  and/or 
conditions  of  their  employment  may  file  a complaint  with  the  CSC  EEO  Unit  under  the 
provisions  of  CSC  Rule  1.03F.  Employees  may  also  file  such  charges  with  the  California 
State  Department  of  Fair  Employment  and  Housing  or  the  United  States  Equal 
Employment  Opportunity  Commission.  Instructions  on  how  to  file  such  a complaint  are 
available  from  the  CSC  EEO  Unit  in  Room  151,  City  Hall  or  by  calling  554-4736. 


DISTRIBUTION  OF  POLICY 


Appointing  Officers  and/or  Department  Heads  are  responsible  for  assuring  that  all 
employees  are  aware  of  this  policy.  In  addition  to  distributing  this  policy  to  all  employees, 
Departments  are  required  to  post  it  at  all  times  in  a eonspieious  manner  on  Departmental 
or  employee  bulletin  boards.  Further,  this  policy  is  to  be  included  in  the  Department's 
new  employee  orientation. 
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COMMUNITY  OPEN  HOUSES 

The  Library  will  explore  the  possibility  of  recruiting  library  school  candidates 
from  the  community  in  conjunction  with  branch  sponsored  events,  such  as  the 
Partnerships  for  Change  open  houses  at  Mission  Branch. 


REPORTING  & DISSEMINATION 

The  Affirmative  Action  Officer  will  make  reports  as  required  and  will  make  the 
plan  available  for  review. 


ATTACHMENTS 


Civil  Service  Commission:  Policy  on  Language  Diversity 

San  Francisco  Administrative  Code  - Section  16.9-25  [Sexual  Harassment  of 
City  Employees] 

Civil  Service  Commission:  Policy  Prohibiting  Discrimination  on  the  Basis 

of  AIDS/ARC/HIV  Infection 

Civil  Service  Commission:  Policy  Regarding  the  Use  of  Slurs  by  City 

Officials  and  Employees 

Civil  Service  Commission:  How  to  File  a Discrimination  Complaint 
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City  and  County  of  San  Francisco 


Civil  Service  Commission 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 

POLICY  ON  LANGUAGE  DIVERSITY  ( 


PURPOSE  STATEMENT 

The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desire  able  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 
opportunity  policy  that  ensures  the. employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City's  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee's 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 


LEGAL  REQUIREMENTS 


The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-English  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 
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1992/93  AFFIRMATIVE  ACTION  GOALS 
The  targets  for  SFPL  for  FY  1992/93: 

DEPARTMENTAL  GOALS: 

The  only  minority  the  Library  is  under  represented  in  on  a department  wide  basis 
is  Hispanic.  The  goal  for  the  coming  year  is  to  increase  representation  in  this 
category  by  four  (4)  individuals  department  wide. 

GOALS  BY  CATEGORY: 

The  Library  is  under  represented  in  the  following  categories  for  each  of  the 
minorities  listed  below: 

Professional:  Black,  Hispanic,  Asian  and  Filipino 

Office/Clerical:  Black  and  Hispanic 

Serv i ce/Ma i ntenance : H i span i c 

In  addition  to  the  department  wide  goal  to  increase  Hispanic  representation,  the 
department  will  seek  to  increase  representation  of  Blacks,  Asians  and  Filipinos 
in  the  professional  category  by  making  an  affirmative  action  hire  in  the 
Librarian  I classification  whenever  a qualified  minority  is  in  the  applicant 
pool.  The  anticipated  vacancies  in  this  classification  for  the  coming  year 
total  3,  all  funded  by  Proposition  J requiring  a children's  librarian.  There  is 
one  (1)  anticipated  vacancy  in  the  Librarian  II  classification. 

There  are  currently  no  vacancies  in  the  office/clerical  series,  and  positions 
were  deleted  from  the  budget  for  FY  1992/93.  Should  any  vacancies  occur  a 
targeted  recruitment  will  be  conducted  for  Blacks  and  Hispanics. 

The  service/maintenance  category  is  under  represented  in  Hispanics  and  Women. 
There  are  currently  4 vacancies  in  this  category.  One  NCS  appointment  is  pending 
for  a Hispanic  male  and  the  goal  of  the  department  is  to  fill  the  other  three 
vacancies:  one  (1)  as  a Stationary  Engineer  and  three  (3)  as  custodians  with  the 
under  represented  minorities. 


AFFIRMATIVE  ACTION  PROGRAMS 

The  library's  ongoing  affirmative  action  prpgram  includes  the  following: 
recruitment  to  library  schools  via  the  State  Library  Minority  Recruitment 
Scholarship,  expanded  recruitment  to  vacancies  and  examination  announcements,  and 
active  cooperation  with  the  State  Rehabilitation  Office  to  expand  employment 
offerings  to  disabled  individuals. 

MINORITY  RECRUITMENT  SCHOLARSHIP  PROGRAM: 

It  is  the  department's  longstanding  practice  to  actively  encourage  promising 
clerical  or  paraprofessional  staff  to  consider  a library  career  and  to  make 
scheduling  accommodations  for  employees  who  enroll  in  an  MLS  program  or  in 
library  technology  courses. 
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Since  1974,  the  library  has  participated  in  the  State  Library's  Minority 
Recruitment  Scholarship  program  through  referral  and  support  of  qualified 
candidates.  The  library  considers  this  program  to  be  the  most  promising  of  its 
efforts  to  change  the  face  of  its  professional  work  force:  the  effect  is 
longstanding  and  is  felt  statewide. 

RECRUITMENT  TO  EXAMS  AND  VACANCIES: 

The  Library  will  expand  current  efforts  to  enlist  qualified  minority  applicants 
for  upcoming  librarian  and  paraprofessional  examinations  by  widened  distribution 
of  prepared  announcements.  Expanded  recruitment  will  also  include  establishing 
relationships  with  Bay  Area  library  schools  to  recruit  new  graduates,  as  well  as 
attendance  at  professional  conferences  as  a means  to  find  potential  candidates. 

For  the  future  the  Commission  in  its  affirmative  action  policy  has  committed  the 
library  to  trying  to  secure  funding  in  the  next  year's  budget  for  concrete 
programs  as  part  of  its  affirmative  action  plan  including  possibly  establishing 
an  upward  mobility  training  program. 

REASONABLE  ACCOMMODATION  & RULE  34  APPOINTMENTS: 

The  Public  Library  is  committed  to  eliminating  barriers  to  opportunities  for 
qualified  candidates  who  are  disabled.  The  Library  for  the  Blind  and  Special 
Media  Services  are  special  library  units  providing  outreach  services  to  the 
hearing-impaired  and  visually-impaired.  These  sections  employ  individuals  from 
each  of  the  special  groups  served.  However,  the  goal  in  expanding  opportunities 
to  disabled  is  to  open  doors  in  all  areas  of  this  library  system. 

The  library  will  continue  to  interview  candidates  who  are  referred  by  State 
Rehabilitation,  and  actively  encourage  consideration  of  these  candidates  for 
employment. 


NEW  PROGRAMS  FOR  FY  92-93 

MINORITY  SCHOLARSHIPS 

The  Library  will  request  funding  from  the  Friends  of  the  Library  for  three 
scholarships  of  $5,000  each,  to  be  awarded  to  current  employees  of  the  library 
to  pursue  a Master's  degree  in  Library  Science. 

BALIS  MINORITY  RECRUITMENT  PROJECT 

The  Library  will  work  with  BALIS  (Bay  Area  Library  and  Information  System) 
Council  to  develop  a minority  recruitment  program  for  Bay  Area  libraries,  by 
supporting  the  development  of  an  LSCA  grant  to  the  California  State  Library  to 
support  such  a program,  by  exploring  other  sources  of  funding,  and  by  assisting 
in  the  development  of  alternative  strategies  for  minority  recruitment. 

AMERICAN  LIBRARY  ASSOCIATION 

The  Library  will  actively  recruit  for  minority  applicants  during  the  American 
Library  Association  Annual  Conference,  to  be  held  in  San  Francisco,  June  25  - 
July  2,  1992. 
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Although  the  library  is  always  looking  for  ethnic  librarians,  our  city's 
cumbersome  hiring  procedures  often  put  us  at  a disadvantage  when  competing 
against  other  libraries  for  new  library  school  graduates.  The  long  delays 
between  each  exam  are  the  principal  barrier  but  the  Rule  of  Three  requirement 
often  makes  a desirable  candidate  unreachable. 

In  the  professional  category  the  exam  pool  is  limited  to  those  who  have  a 
Master's  degree  in  Library  Science  from  an  American  Library  Association- 
accredited  library  school.  While  there  is  little  dispute  about  whether  the 
degree  is  a valid  screening  tool,  the  percentage  of  Black,  Asian,  Filipino  and 
Hispanic  graduates  from  library  schools  nationwide  continues  to  be  low  and  there 
is  a consequent  impact  on  the  representation  of  those  groups  in  each  librarian 
exam. 

A report  titled  "The  Need  for  Librarians  in  California:  Report  on  a Survey  of 

the  State's  Libraries"  which  was  done  in  April  1987  under  the  auspices  of  the 
California  Library  Association  summarizes  the  problem.  The  study  indicates  a 
wide  disparity  between  the  ethnicity  of  librarians  versus  the  state's  population 
at  large. 

Native 

Hispanic  Black  Asian  American 

California  Overall  18.6%  7.7%  5.6%  0.1% 

California  Librarians  3.8%  3.7%  7.0%  0.3% 

The  study  found  the  greatest  disparity  to  be  among  Blacks  and  Hispanics.  The 
parity  for  Asian  librarians  in  proportion  to  the  state's  population  is  somewhat 
surprising  given  San  Francisco's  difficulty  in  recruiting  from  this  group.  This 
might  be  attributed  to  competition  for  Asian  language  skills  which  are  currently 
in  great  demand  throughout  California. 

San  Francisco  Public  Library's  attempts  to  increase  the  numbers  of  ethnic 
librarians  has  been  at  the  grassroots  level,  focused  primarily  on  increasing  the 
number  of  minority  students  who  attend  library  school.  The  major  components  of 
that  program  are: 

1)  active  encouragement  of  part-time  pages  and  support  staff  to 
continue  their  education  and  to  enter  the  library  profession 

2)  participation  in  the  state-fund§d  minority  recruitment 
scholarships 

3)  efforts  to  forge  a closer  relationship  with  the  UC  Berkeley  and 
San  Jose  State  library  schools 
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UTILIZATION  ANALYSIS 

San  Francisco  Public  Library  AA/EEO  Statistics 


White  1 

31ack  1 

Hispanic 

Asian 

Filipino  Amer  Ind  Male 

Female 

Total 

Labor  force  Avail 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

Fiscal 

White 

Black  1 

Hispanic 

Asian 

Filipino  Amer  Ind  Male 

Female 

Year 

#/% 

#/% 

#/% 

#/% 

#/% 

#/% 

#/% 

#/% 

Officials  & 

6/30/88 

6/66.7 

1/11.1 

2/22.2 

0/0.0 

3/3.33 

0/0.0 

3/3.3 

6/66.7 

9 

Administrate  1/30/90 

7/77.8 

1/11.1 

1/11.1 

0/0.0 

0/0.0 

0/0.0 

3/3.3 

6/66.7 

9 

6/30/91 

7/87.5 

1/12.5 

0/0.0 

0/0.0 

0/0.0 

0/0.0 

2/24.0 

6/75.0 

8 

4/03/92 

6/85.7 

1/14.2 

0/0.0 

0/0.0 

0/0.0 

0/0.0 

2/28.5 

5/71.4 

7 

Professional 

6/30/88 

135/82.8 

10/6.1 

2/1.2 

14/8.6 

0/0.0 

0/0.0 

47/28.8 

116/71.2 

163 

1/30/90 

134/80.7 

10/6.0 

3/1.8 

17/10.2 

2/1.2 

0/0.0 

47/28.3 

119/71.7 

166 

6/30/91 

128/79.0 

9/5.55 

4/2.46 

19/11.71 

2/1.23 

0/0.0 

50/30.8 

112/69.1 

162 

4/03/92 

123/75.4 

10/6.1 

6/3.6 

23/14.1 

1/0.06 

0/0.0 

47/28.8 

116/71.1 

163 

Technicians 

6/30/88 

2/66.7 

0/0.0 

0/0.0 

1/33.3 

0/0.0 

0/0.0 

3/100 

0/0.0 

3 

1/30/90 

2/66.7 

0/0.0 

0/0.0 

1/33.3 

0/0.0 

0/0.0 

3/100 

0/0.0 

3 

6/30/91 

2/66.66 

0/0.0 

0/0.0 

1/33.3 

0/0.0 

0/0.0 

2/66.6 

1/33.3 

3 

4/03/92 

2/100 

0/0.0 

0/0.0 

0/0.0 

0/0.0 

0/0.0 

1/50. 

1/50. 

2 

Protective 

6/30/88 

2/28.6 

1/14.3 

1/14.3 

2/28.6 

1/14.3 

0/0.0 

6/85.7 

1/14.3 

7 

Service 

1/30/90 

2/33.3 

1/16.7 

0/0.0 

2/33.3 

1/16.7 

0/0.0 

5/83.3 

1/16.7 

6 

6/30/91 

2/28.56 

1/14.28 

0/0.0 

2/28.57 

2/28.57 

0/0.0 

6/85.71 

1/14.28 

7 

4/03/92 

3/34.7 

2/25.0 

1/12.5 

1/12.5 

1/12.5 

0/0.0 

7/87.9 

1/12.5 

8 

Paraprofes- 

6/30/88 

124/35.8 

44/12.7 

31/9.0 

125/36.1 

21/6.1 

1/0.3 

161/46. 

185/53.5 

346 

sionals 

1/30/90 

115/34.2 

42/12.5 

30/8.9 

125/37.2 

23/6.8 

1/0.3 

151/44. 

185/55.1 

336 

6/30/91 

127/38.5 

41/12.4 

28/8.5 

110/33.4 

22/6.67 

1/.30 

144/43. 

185/56.2 

329 

4/03/92 

118/34.7 

48/14.1 

38/11.1 

124/36.4 

22/6.4 

4/1.1 

145/42. 

195/57.3 

340 

Office  & 

6/30/88 

8/34.8 

3/13.0 

1/4.3 

5/21.7 

6/26.1 

0/0.0 

7/30.4 

16/69.6 

23 

Clerical 

1/30/90 

8/32.0 

3/12.0 

1/4.0 

6/24.0 

7/28.0 

0/0.0 

8/32.0 

17/68.0 

25 

6/30/91 

8/34.77 

2/8.69 

0/0.0 

6/28.06 

7/30.43 

0/0.0 

10/48.3 

6/27.2 

13/56.52 

23 

4/03/92 

7/31.8 

2/9.0 

0/0.0 

7/31.8 

6/27.2 

0/0.0 

16/72.7 

22 

Skilled 

6/30/88 

4/80.0 

0/0.0 

1/20.0 

0/0.0 

0/0.0 

0/0.0 

4/8.0 

1/2.0 

5 

Craft  Worker  1/30/90 

3/60 

0/0.0 

2/40.0 

0/0.0 

0/0.0 

0/0.0 

5/100 

0/0.0 

5 

6/30/91 

3/75.0 

0/0.0 

1/25.0 

0/0.0 

0/0.0 

0/0.0 

4/100 

0/0.0 

4 

4/03/92 

3/75.0 

0/0.0 

1/25.0 

0/0.0 

0/0.0 

0/0.0 

4/100 

0/0.0 

4 

Service  & 

6/30/88 

7/25.9 

12/44.4 

1/3.7 

5/18.5 

2/7.4 

0/0.0 

22/81.5 

5/18.5 

27 

Maintenance 

1/30/90 

8/26.7 

14/46.7 

1/3.3 

5/16.7 

2/6.7 

0/0.0 

25/83.3 

5/16.7. 

30 

6/30/91 

7/24.99 

12/42.8 

1/3.57 

5/17.85 

3/10.71 

0/0.0 

23/82.1 

5/17.8 

28 

4/03/92 

5/17.8 

13/46.4 

3/10.7 

5/17.8 

2/7.1 

0/0.0 

23/82.1 

5/17.8 

28 

Elected,  Exe 
Unclassified 

NA 

NA 

NA 

NA 

6/30/88 

Total 

288/49.4 

71/12.2 

39/6.7 

152/26.1 

32/5.5 

1/0.2 

235/43. 

330/56.6 

583 

6/30/90 

279/48.1 

71/12.2 

38/6.6 

156/26.9 

35/6.0 

1/0.2 

247/42. 

333/57.4 

580 

6/30/91 

284/50.3 

66/11.6 

34/6.02 

143/25.3 

36/6.37 

1/0.17 

241/42.1  323/57.2 

564 

4/03/92 

267/46.5 

76/13.2 

49/8.5 

160/27.8 

2/5.5 

4/0.6 

235/40. 

339/59.0 

574 
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INTRODUCTION 


On  September  1,  1991,  the  Public  Utilities  Commission  began  the  fourth  year  of 
its  five  (5)  year  affirmative  action  plan.  This  update  reflects  on  the  progress  of  the 
plan  at  the  close  of  the  third  affirmative  action  program  year,  both  in  terms  of 
numerical  employment  gains  and  program  achievements,  which  were 
developed  and  implemented  to  enhance  the  progress  of  the  plan  during  the  third 
year. 

Included  in  this  update  are  the  employment  goals  and  AA/EEO  Program 
Priorities  to  be  addressed  in  the  fourth  year  of  the  affirmative  action  plan.  Also, 
included  are  the  affirmative  action  tasks  pertaining  to  recruitment,  employment, 
and  retention.  The  tasks  are  carried  out  on  a continuous  basis. 

The  primary  objective  of  the  five  (5)  year  affirmative  action  plan  as  adopted  by 
Public  Utilities  Commission  in  1989  is  to  ensure  that  all  persons  are  afforded  an 
equal  opportunity  in  employment  within  the  Public  Utilities  Commission,  City  and 
County  of  San  Francisco,  without  regard  to  race,  color,  sex,  age,  ancestry, 
national  origin,  ethnicity,  religion,  marital  status,  handicap  including  AIDS  or  AIDS 
Related  Complex  (ARC),  medical  condition  (cancer  related),  political  affiliation 
and  sexual  orientation.  With  the  passage  and  pending  implementation  of  the 
Americans  with  Disabilities  Act  (ADA)  necessitates  PUC  Administrators  to  consider 
the  eventual  impact  this  anti  discrimination  legislation,  particularly  aspects 
pertaining  to  application  and  employment  processes  will  have  on  the  Public 
Utilities  Commission.  The  legislation  will  require  Administrators  to  develop  an 
awareness  of  the  relevant  provisions  therein.  The  acquisition  and  the 
dissemination  of  related  information,  the  concept  of  "reasonable 

accommodation",  the  treatment  of  employees  with  "temporary"  disabilities,  and 
the  integration  of  pertinent  ADA  provisions  Into  its  existing  EEO  training  program 
may  be  areas  of  some  concern  for  PUC  Administrators. 

The  purpose  of  the  scheduled  update  is  to  provide  PUC  Administrators  and 
Managers  with  an  annual  analysis  of  successes  and  identify  areas  where 
continuing  affirmative  efforts  must  be  directed  toward  establishing  a workforce 
which  reflects  the  composition  of  the  available  labor  market  in  San  Francisco.  As 
was  mentioned  in  the  Administrative  Overview  of  the  1990  Affirmative  Action  Plan 
Update,  preliminary  perception  of  the  1990  census  indicate  rather  significant  labor 
force  changes  for  the  City  and  County  of  San  Francisco,  particularly  with  respect 
to  certain  protected  groups,  i.e.,  Asians,  Hispanics,  Filipinos,  and  women.  These 
projected  changes  will  clearly  have  an  impact  upon  subsequent  affirmative 
action  plans.  The  information  contained  in  the  1991  Affirmative  Action  Plan 
Update  is  based  on  the  data  generated  by  the  1980  census  and  does  not  reflect 
1990  census  data,  as  the  entirety  of  these  data  is  not  presently  available. 

This  update  reviews  the  representation  of  minorities  and  women  in  each 
department,  division,  and  bureau  of  Public  Utilities  Commission;  as  well  as  by  total 
PUC  workforce.  The  participation  of  minorities  and  women  in  the  PUC  workforce  is 
evaluated  by  occupational  grouping  (job  category). 
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In  th©  compilation  of  data  for  future  affirmative  action  plan  updates,  the  standard 
for  measuring  and  evaluating  labor  market  availability  will  be  adjusted  in  order  to 
provide  a more  useful  and  accurate  analysis  for  PUC  Administrators.  The  process 
will  be  adjusted  to  assess  the  labor  force  availability  for  specific  job  categories, 
rather  than  relying  on  overall  labor  force  availability,  which  does  not  realistically 
reflect  the  actual  availability  of  persons  for  any  particular  job  category.  A 
discussion  of  this  matter  and  its  implications  is  addressed  in  the  Administrative 
Overview  of  this  update.  The  specific  job  categories  have  been  defined  by  the 
Equal  Employment  Opportunity  Commission  (EEOC)  and  adopted  by  the  Civil 
Service  Commission,  City  and  County  of  San  Francisco. 

The  PUC  Affirmative  Action  Plan  was  prepared  pursuant  to  Civil  Service  Rules 
and  in  accordance  with  federal,  Urban  Mass  Transit  Administration  (UMTA) 
guidelines  which  have  been  promulgated  to  ensure  that  UMTA  grantees  are  in 
compliance  with  Title  VI  and  Title  VII  of  the  Civil  Rights  Act,  1964. 

This  update  is  presented  in  two  (2)  sections.  Section  I is  an  Administrative 
Summary  which  is  intended  to  provide  a concise  overview  of  affirmative  action 
activity  throughout  the  PUC. 

Section  II  provides  detailed  information  and  data  pertaining  to  specific 
employment  activity  in  all  PUC  departments,  divisions  and  bureaus;  graphs  by 
occupational  category  and  PUC  department;  written  summaries  pertaining  to 
departmental  personnel  practices;  PUC  utilization  analysis  overview;  goals  and 
timetables  overview;  PUC  established  goals;  affirmative  action  tasks  and  the 
method  of  disseminating  1990-1991  Affirmative  Action  Updates. 
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PUBLIC  UTILITIES  COMMISSION 
CITY  AND  COUNTY  OF  SAN  FRANCISCO 


FRANK  JORDAN 
Mayor 


SAN  FRANCISCO 
MUNICIPAL  RAILWAY 


THOMAS  J.  ELZEY 
General  Manager 


HETCH  HETCHY 
WATER  AND  POWER 


ANDREA  R.  GOURDINE.  Manager 
Bureau  of  Personnel  and  Training 


SAN  FRANCJSCO 
WATER  DEPARTMENT 


THE  PUBLIC  UTILITIES  COMMISSION 
EQUAL  EMPLOYMENT  OPPORTUNITY/AFFIRMATIVE  ACTION  POLICY 


It  is  the  policy  of  the  Public  Utilities  Commission  that  no  person  shall  be 
discriminated  against  or  denied  the  benefits  and  employment  of  equal 
terms,  privileges  and  conditions  of  employment,  on  the  basis  of  race,  color, 
sex,  age,  ancestry,  national  origin,  ethnicity,  religion,  marital  status, 
handicap  including  Acquired  Immune  Deficiency  Syndrome  (AIDS)  and  Aids 
Related  Complex  (ARC),  medical  condition  (cancer  related),  political 
affiliation  or  sexual  orientation. 

Further,  it  is  the  policy  that  no  person  shall  be  retaliated  against  because  of 
such  persons  participation  in  an  employment  discrimination  investigation 
either  as  a complainant  or  witness. 

To  achieve  equal  employment  opportunity,  the  Public  Utilities  Commission 
has  taken  measures  leading  to  the  development  of  a result  oriented 
affirmative  action  plan.  The  affirmative  action  plan  provides  the  analysis, 
goals  and  methodology  to  be  utilized  in  furthering  non-discriminatory 
procedures  for  increasing  the  representation  of  minorities  and  women  in 
historically  underutilized  areas  of  employment. 

Meeting  affirmative  action  goals  and  fostering  equal  employment 
opportunity  shall  be  listed  as  measurable  criteria  on  performance 
evaluations  of  managers  and  supervisors. 

IT  SHALL  BE  THE  SHARED  RESPONSIBILITY  OF  ALL  PUBLIC  UTILITIES  COMMISSION 
MANAGEMENT  TO  ENSURE  THAT  THE  SPIRIT  AND  INTENT  OF  THE  AFFIRMATIVE 
ACTION  PLAN  IS  FULFILLED. 


CV:bb/l034 

1155  MARKET  ST.,  8TH  FLOOR,  SAN  FRANCISCO.  CA  94103  TEL  (415)554-1600  FAX  (415)554-1678 


General  Manager 


PUBLIC  UTILITIES  COMMISSION 
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SEXUAL  HARASSMENT  POLICY 


It  is  the  policy  of  the  Public  Utilities  Commission  that  sexual  harassment  of  a 
Public  Utilities  Commission  employee  or  applicant  for  employment  is  prohibited. 

Any  Public  Utilities  Commission  employee,  regardless  of  employment  status  or 
position,  who  upon  a finding  of  having  engaged  in  sexual  harassment,  shall  be 
disciplined  in  a manner  consistent  with  the  violation. 

Disciplinary  action  imposed  by  the  Public  Utilities  Commission  is  not  limited  or 
restricted  by  the  Sexual  Harassment  Ordinance,  and  may  include  discipline  up  to  ai 
including  demotion  or  termination/dismissal. 

The  Public  Utilities  Commission  shall  not  tolerate  nor  condone  behavior  by  any  of 
its  employees  which  constitutes  sexual  harassment. 


THOMAS  (j.  ELZEY< 
General  Manager 


PUBLIC  UTILITIES  COMMISSION 


March  28,  1989 
EFFECTIVE  DATE 
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DESIGNATION  OF  RESPONSIBILITY  AND  AUTHORITY 


The  General  Manager  of  the  Public  Utilities  Commission  hereby  assigns  the 
responsibility  and  authority  for  the  development,  Implementation  and  administration 
of  this  affirmative  action  plan  to  the  Manager,  Bureau  of  Personnel  and  Training. 

The  Bureau  of  Personnel  and  Training  has  four  units,  they  are:  Operations,  Discipline, 
Examinations  and  Affirmative  Action/Equal  Employment  Opportunity.  The  Unit’s 
provide  related  services  to  all  departments/divisions  and  bureaus  of  PUC.  All  unit 
managers  report  directly  to  the  Manager,  Bureau  of  Personnel  and  Training. 

The  Manager,  Bureau  of  Personnel  and  Training  is  a high  level  administrative  position 
which  reports  directly  to  the  General  Manager,  Public  Utilities  Commission. 

A.  The  Manager.  Bureau  of  Personnel  and  Training  shall  designate  an 
Affirmative  Action  Coordinator. 

B.  The  designated  Affirmative  Action  Coordinator  shall  coordinate  all 
aspects  of  the  PUC  affirmative  action  plan  which  is  intended  to  increase 
the  representation  of  minorities  and  women  in  job  categories  and  Civil 
Service  employment  classifications  where  underutilization  exists.  The 
Affirmative  Action  Coordinator  shall  also: 

(1)  Review  and  monitor  the  progress  of  all  Public  Utilities  Commission, 
departments,  divisions  and  bureaus  with  regard  to  achieving 
affirmative  action  results  on  an  annual  basis; 

(2)  Provide  verbal  and  written  reports  concerning  PUC  Affirmative 
Action  progress  to  the  Manager,  Bureau  of  Personnel  and  Training 
and  the  General  Manager,  Public  Utilities  Commission; 

(3)  Provide  to  local,  state  and  federal  agencies,  information  and/or 
reports  as  may  be  required  relative  to  equal  employment 
opportunity  and  affirmative  action  matters; 

(4)  Act  as  liaison  with  individual  persons  and  community  based 
agencies  interested  in  the  plan; 

(5)  Insure  the  processing  and  timely  investigation  of  complaints 
alleging  unlawful  discrimination  filed  against  any  Public  Utilities 
Commission,  department,  division  or  bureau; 

(6)  Provide  technical  assistance  and  consultation  to  PUC  departments, 
divisions  and  bureaus  as  requested  or  required  in  matters  related  to 
equal  employment  opportunity  and  affirmative  action. 


C.  PUC  Department.  Division  and  Bureau  Management  shall  be  responsible 

for  the  following: 

(1)  Establishing  annual  affirmative  action  employment  goals  for  their 
respective  departments/divisions/bureaus  where  such  goals  are 
required; 

(2)  Responsibility  for  the  scheduling  of  management  and  supervisory 
personnel  for  PUC,  EEO  and  Prevention  of  Sexual  Harassment  Training; 

(3)  Ensure  that  departmental  mid-level  managers  and  supervisors 
understand  the  Departments/Divisions  commitment  to  EEO  through 
the  reiteration  of  such  in  periodic  staff  meetings; 

(4)  Seek  technical  assistance  from  the  PUC,  AA/EEO  Unit  with  respect  to 
affirmative  action  or  equal  employment  opportunity  issues; 

(5)  Include  as  a factor,  for  supervisors/mid-level  managers,  the 
implementation  of  affirmative  action  plans  and  the  subsequent 
results  of  the  plan,  through  the  performance  appraisal  process. 

The  Public  Utilities  Commission  adopted  the  five  year  Affirmative  Action  Plan  on 
March  28,  1989.  The  Commission  shall  receive  written  reports  as  to  the  progress 
and  results  of  the  Plan  on  an  annual  basis. 
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SECTION  I 


ADMINISTRATIVE  SUMMARY 


ADMINISTRATIVE  OVERVIEW 


Bureau  of  Personnel.  AA/EEO  Unit  Staffing 

All  three  (3)  AA/EEO  Specialists  separated  from  employment  during  the  1990-1991 
Affirmative  Action  Program  Year.  This  has  resulted  in  the  postponement  or  delay 
of  various  phases  of  the  Unit’s  operations  including  EEO/Sexual  Harassment 
Prevention  of  Training,  EEO  Policies  and  Procedures  Line  Staff  Training,  and  the 
1991-1992  Affirmative  Action  Plan  Update.  Following  the  requisite  training  of  newly 
hired  staff  and  the  expected  return  of  a staff  specialist  currently  on  leave,  the 
AA/EEO  Unit  will  resume  all  of  its  scheduled  projects  and  programs. 

New  Work  Force  Availability  Standards  for  Municipal  Railway 

Effective  September  1,  1991,  a new  standard  for  determining  work  force 
availability  for  the  City  and  County  of  San  Francisco  was  implemented  by  the 
Public  Utilities  Commission.  The  new  standard  is  applicable  to  Dept.  35  (Municipal 
Railway)  only.  The  adoption  of  the  new  standard  coincides  with  the  preparation 
and  submission  of  PUC’s  Tri-Annual  EEO/Civil  Rights  report  which  is  to  be  submitted 
to  the  UMTA  Regional  Office  in  October,  1992. 

In  the  fall  of  1990,  PUC  was  advised  by  UMTA  of  their  serious  concerns  regarding 
the  significant  disparity  of  minorities  and  women  in  certain  EEO  job  categories  as 
compared  to  the  availability  percentages  of  minorities  and  women  in  the  San 
Francisco  Area  Labor  Force.  Disparities  in  certain  job  categories  were 
perpetuated  by  the  application  of  overall  San  Francisco  labor  force  percentages 
to  each  job  category.  The  use  of  overall  labor  force  availability  is  not  necessarily 
harmful  to  a Voluntary  Affirmative  Action  Plan,  as  Is  the  PUC's  AA  Plan.  However, 
in  1989,  PUC  - Municipal  Railway  became  responsible  for  the  preparation  and 
compliance  of  a mandatory  AA  Plan  as  a condition  to  the  awarding  of  grants 
issued  by  the  Urban  Mass  Transit  Administration  of  which  Muni  has  been,  and  is  a 
recipient  of. 

It  was  at  the  urging  of  the  Regional  UMTA  EEO  Officer  that  Muni  established 
availability  by  job  category  at  this  time.  The  job  category  percentages  are 
applied  in  the  detailed  section  of  this  update  for  all  job  categories  within 
Municipal  Railway. 

Workforce  Availability  Standards  for  Water.  Hetch  Hetchy.  Public  Utilities 
Commission 

Overall  work  force  availability  standards,  in  regards  to  other  PUC  departments,  will 
be  maintained  until  conclusive  1990  census  data  becomes  available.  At  that  time 
the  departments  of  Water,  Hetch  Hetchy  and  PUC  will  apply  labor  force 
availability  by  job  category  as  opposed  to  the  overall  labor  force  standards,  as  Is 
presently  the  case.  Preliminary  estimates  of  the  1990  census  indicates  that  the 
percentage  of  workforce  availability  has  increased  for  Hispanics,  Asians,  Filipinos 
and  women. 
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On-going  AA/EEO  Activities 


in  concert  with  the  informotion  provided  above,  the  AA/EEO  Unit  mointoins  direct 
responsibility  for  the  following  functions: 

o Conduct  targeted  recruitment  for  both  PUC  only,  Non-Civil  Service  ond 
permonent  Civil  Service  employment  opportunities  in  the  job  categories 
where  minorities  ond  women  ore  underrepresented; 

o Process  ond  investigate  discrimination  complaints; 

o Conduct  EEO/Prevention  of  Sexual  Harassment  Training;  and 

o Monitor  the  PUC  affirmative  action  plan  on  a scheduled  basis. 

That  which  follows  is  a summary  of  those  activities. 

Targeted  Recruitment  Activities 

Permanent  PUC  Only  Recruitments: 

Since  its  inception,  the  AA/EEO  Unit  has  continuously  provided  recruitment  for 
Non-Civil  Service  (provisional)  positions.  However,  beginning  in  October  1989, 
we  expanded  our  targeted  recruitment  efforts  to  include  regular  PUC  only  Civil 
Service  examinations.  The  AA/EEO  Unit  has  actively  participated  in 
recruitment  for  eleven  (11)  regular,  permanent  Civil  Service  Examinations  or  to 
fill  permanent  exempt  positions  during  the  1990-1991  AA  program  year. 

NCS  Targeted  Recruitments: 

During  the  1990-1991  reporting  period,  the  AA/EEO  Unit  has  conducted 
twenty-nine  (29)  Non-Civil  Service  targeted  recruitments  for  PUC  departments. 

Process  and  Investigate  Discrimination  Complaints 

Listed  in  Section  II,  Personnel  Practices  of  this  update  is  the  number  of  alleged 
discrimination  complaints  filed  by  persons  against  each  department  of  PUC,  for 
the  reporting  period  of  this  update. 

Prior  to  the  establishment  of  the  AA/EEO  Unit  in  October  1984,  PUC  employees  or 
applicants  for  employment  had  no  internal  mechanism  to  which  they  could 
articulate  perceptions  and  beliefs  of  unlawful  discriminatory  employment 
practices.  The  EEO  Unit  of  the  Civil  Service  Commission  was  the  only  local 
mechanism  available  to  PUC  employees  at  that  time. 

Listed  in  Section  li  are  four  (4)  pie  charts  (pages  36-39)  which  depict  the  following: 

(1)  The  total  number  of  discrimination  complaints  and  the  processing 
jurisdictions  during  the  1990-1991  AA  program; 

(2)  The  basis  on  which  complaints  were  filed; 

(3)  The  disposition  of  complaints  filed;  and 

(4)  Complaints  by  PUC  Department. 
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Conduct  EEO/Prevention  of  Sexual  Harassment  Training 


i 

¥ On  February  24,  1987,  the  PUC  AA/EEO  Unit  implemented  a training  program  for 
PUC  managers  and  supervisors  in  the  areas  of  equal  employment  opportunity  and 
the  prevention  of  sexual  harassment.  The  training  encompasses  approximately 
twelve  (12)  hours  of  classroom  training  over  a one  and  one  half  (1  1/2)  day  time 
frame.  Due  to  the  comprehensiveness  of  the  subject  matter  and  the  participatory 
design  of  the  program,  only  fifteen  (15)  persons  participate  in  the  training  program 
in  any  scheduled  training  session. 

The  primary  purpose  of  the  training  program  is  to  educate  managers  and 
supervisors  as  to  their  EEO  responsibilities  as  agents  of  PUC;  advise  participants  of 
the  potential  consequences  for  failing  to  meet  EEO  responsibilities  and  guide 
managers  and  supervisors  toward  the  concept  of  preventing  discrimination 
through  the  review  and  resolution  of  problems  at  their  level  In  the  most  timely 
fashion. 

o The  one  day  EEO  component  Is  focused  on  the  application  of  local,  state, 
and  federal  EEO  laws  and  regulations.  The  training,  In  part,  defines 
discriminatory  practices/behaviors  and  assists  participants  In  recognizing 
such  practices  and  behaviors.  The  training  also  provides  for  discussion  of 
the  potential  consequences  of  such  behaviors  both  to  the  perpetrator  and 
the  PUC,  as  the  respondent  to  discriminatory  charges. 

o One  half  day  of  training  is  allocated  solely  to  the  subject  of  sexual 
harassment.  In  this  portion  of  training  sexual  harassment  is  defined,  case 
a law  specific  to  sexual  harassment  is  discussed,  and  training  participants 

are  made  aware  of  potential  out-of-pocket  liabilities  for  directly  having 
participated  as  a perpetrator  in  a sexual  harassment  claim  or  for  having 
failed  to  act  when  they  knew  or  should  have  known  of  sexual  harassment 
having  occurred  or  actually  occurring  within  their  immediate  area  of 
responsibility. 

Since  the  inception  of  the  program,  five  hundred  and  ninety-five  (595) 
managers/supervisors  have  completed  training  as  of  June,  1991.  Our  records 
indicate  that  one  hundred  and  twenty-five  (125)  have  yet  to  complete  the 
program.  These  individuals  are  targeted  to  complete  the  training  by  July,  1992. 
The  evaluations  received  at  the  end  of  each  session  indicate  mat  the  training 
program  has  been  well  received. 


Monitor  the  PUC  AA  Plan  on  a Scheduled  Basis 

The  five  year  AA  Plan  was  adopted  by  the  Commission  In  1989.  The  goal  at  the 
end  of  the  five  years  is  to  have  made  significant  progress  towards  achieving  S.F. 
labor  force  parity  in  all  job  categories  where  minorities  and  women  are 
underrepresented.  The  AA  Plan  is  monitored  by  the  PUC  AA/EEO  Unit  which 
provides  managers  with  quarterly  goal  attainment  progress  reports.  During  the 
month  of  February  a semi-annual  review  is  conducted  where  AA  Specialists  meet 
with  designated  Bureau  and  Department  managers  to  provide  them  with  an 
opportunity  to  evaluate  progress  and  adjust  goals  as  may  be  necessary 
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During  the  month  of  August,  an  annual  review  of  each  calendar  year  on-site  is 
conducted.  The  annual  review  encompasses  the  following: 

1)  An  inspection  of  the  work  facilities  to  ensure  that  no  offensive  graphic  materials 
are  displayed  and  that  the  anti-discrimination  policies  and  complaint 
procedures  are  posted. 

2)  An  analysis  of  the  utilization  of  the  workforce  by  EEO  job  category  and  goal 
attainment  for  each  division  within  PUC  departments/bureaus. 

3)  Establishment  of  AA  goals  for  the  following  AA  program  year. 

4)  As  necessary,  discussions  pertaining  to  preventive  measures  and  recruitment 
efforts. 

As  you  read  the  next  section,  it  is  important  to  be  aware  of  some  statistical 
information  about  the  four  PUC  departments.  Within  the  category  summaries, 
departments  are  referenced  by  their  number,  i.e.,  32,  35,  40,  and  47. 

As  of  August  1,  1991: 

Hetch  Hetchy  - Department  32-221  employees  - 5%  of  the  workforce 
MUNI  - Department  35  - 3,575  employees  - 73%  of  the  workforce 
PUC  Bureaus  - Department  40  - 509  employees  - 10%  of  the  workforce 
Water  - Department  47  - 587  employees  - 1 2%  of  the  workforce 


PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
August  1990  - August  1991 

Category  A:  Officlals/Admlnistrators 

(Definition)  Occupations  In  which  employees  set  broad  policies,  exercise 
overall  responsibility  for  execution  of  these  policies,  or  direct 
individual  departments  or  special  phases  of  the  agency’s 
operations  or  provide  specialized  consultation  on  a regional, 
district  or  area  basis. 


Amer. 


AUG  1990  White 

Black 

Hispanic 

Asian 

Filipino 

Indian  Men  Women 

Total 

(#)  65 

22 

6 

6 

0 

0 88  11 

99 

(%)  66 

22 

6 

6 

0 

0 89  11 

100 

BEDB935BSSSB5S 

SF 

Parity  57.5 

ESEBSSI 

9.9 

BSSSESSBE 

11.2 

ESSSEE 

15.3 

5.4 

0 A 54.8  45.2 

iEEESBI 

100 

AUG  1991 

(#)  67  25  5 5 0 0 90  12  102 

(%)  66  24  5 5 0 0 88  12  100 


Category  Summary: 

PUC  Officials/Administrators  (Category  A)  increased  from  ninety-nine  (99)  to  one 
hundred  two  (102)  over  the  one  year  period,  a gain  of  three  or  3.0%.  In  order  to 
be  at  full  parity  based  on  the  workforce  of  102  in  the  A Category,  an  additional  six 
(6)  Hispanlcs;  ten  (10)  Asians;  five  (5)  Filipinos;  and  thirty-four  (34)  women  would 
have  to  be  represented  in  the  Officials/Administrators  Category. 

The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  In 
the  1991  AA  Program  Year: 

Dept.  35  (MUNI)  - Blacks  gained  one  (1),  Aslans  gained  two  (2),  and 
women  gained  two  (2)  employees. 

Pgpt.  40  (Bureaus)  - Whites  lost  one  (1),  Blacks  gained  one  (1),  and  Asians 
lost  four  (4). 

Dept.47(Water)  - Whites  gained  three  (3),  Blacks  gained  two  (2), 
Hispanics  lost  one  (1);  and  Aslans  gained  one  (1). 

Please  note:  the  above  comparison  was  taken  from  1990  A A plan  in  the 
summary  of  employment  by  job  category  (Page  48)  and  page  52  of  this  plan. 

Filipinos,  American  Indians,  and  women  are  underrepresented  in  Dept  32  35  40 
and  47. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  B : Professionals 

(Definition)  Occupations  which  require  specialized  and  theoretical 

knowledge  which  is  usually  acquired  through  college  training  or 
through  work  experience  and  other  training  which  provides 
comparable  knowledge. 


Amer. 


AUG  1990  White 

Black 

Hispanic 

Asian 

Filioino 

Indian 

Men  Women  Total 

(#) 

88 

18 

14 

31 

25 

1 

127 

50 

177 

(%) 

50 

10 

8 

17 

14 

1 

72 

28 

100 

SF 

Parity  57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

100 

AUG  1991 
(#)  85 

21 

16 

33 

25 

1 

129 

52 

181 

(%) 

47 

11 

9 

18 

14 

1 

71 

29 

100 

Category  Summary: 

PUC  Professionals  (Category  B)  increased  from  one  hundred  seventy-seven  (1 77) 
to  one  hundred  eighty-one  (181)  over  the  one  year  period;  a gain  of  four  (4)  or 
2.3%.  Hispanics  and  women  are  underrepresented  in  the  Professionals  Category 
as  of  August  1,  1991.  All  other  protected  groups  are  at  parity  or  better.  In  order  to 
be  at  full  parity  based  on  the  workforce  of  181  in  the  Category  B,  an  additional 
four  (4)  Hispanics  and  thirty  (30)  women  would  have  to  be  represented  in  the 
Professionals  Category. 

The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 

Dept.  35  (MUNI)  - Whites  lost  two  (2),  Blacks  gained  one  (1),  and 
Hispanics  gained  two  (2). 

Dept.  40  (Bureaus)  - Whites  lost  two  (2),  Blacks  lost  two  (2),  Asians  lost  two 
(2),  Filipinos  lost  one  (1),  and  a woman  was  gained. 
Dept.  47  (Water)  - Whites  gained  one  (1),  Asians  gained  four  (4),  Filipinos 
gained  one  (1),  and  a woman  was  gained. 

* Please  note:  the  above  comparison  was  taken  from  1990  AA  plan  in  the 
summary  of  employment  by  job  category  (Page  52)  and  page  54  of  this  plan. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 

Category  BE:  Professional  Engineers 

(Definition)  Occupations  which  require  specialized  and  theoretical 

knowledge  which  is  acquired  through  college  training  leading 
to  engineering  degrees  certification  and/or  licensing. 


Amer. 

AUG  1990  White  Black  Hispanic  Asian  Filipino  Indian  Men  Women  Total 


(#) 

60 

3 

9 

58 

21 

1 146 

6 

152 

<%) 

39 

2 

6 

38 

14 

1 96 

4 

100 

BBBB3BBBBSBBEEBBBBSSBSSBSSESBBBSBBBBBBBB3S3BQB3DSBB9BBaBB3SOBCBCSCCBBE 

SF 

Parity  73.0  2.6  3.7  14.9  5.3  0.3  _ 5.7  100 


AUG  1991 

(#)  56  4 8 68  24  0 154  6 160 

<%)  35  3 5 42  15  0 96  4 100 

Category  Summary: 

PUC  Professional  Engineers  (Category  BE)  increased  from  one  hundred  fifty-two 
(152)  to  one  hundred  sixty  (160),  a gain  of.  eight  (8)  or  5.3%.  Only  women  are 
slightly  underrepresented  in  the  Engineering  Category;  all  other  protected 
minorities  are  at  parity  or  better.  In  order  to  be  at  full  parity  based  on  the 
workforce  of  160  in  the  Category  BE,  an  additional  three  (3)  women  would  have  to 
be  represented  in  the  Professional  Engineering  Category. 

The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 

Dept.  32  (HETCHY)  - Whites  lost  one  (1),  and  Asians  gained  one. 

Dept.  40  (BUREAUS)  - Whites  lost  four  (4),  Blacks  gained  one  (1),  Asians 
gained  six  (6),  Filipinos  gained  three  (3),  and  American 
Indians  lost  one  (1). 

Dept.  47  (WATER)  - Whites  gained  one  (1),  and  Aslans  gained  one. 

Please  note:  the  above  comparison  was  taken  from  1990  AA  plan  in  the 
summary  of  employment  by  job  category  (Page  50)  and  page  56  of  this  plan. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  C : Technicians 

(Definition)  Occupations  which  require  a combination  of  basic  scientific  or 
technical  knowledge  and  manual  skill  which  can  be  obtained 
through  specialized  post-secondary  school  education  or 
through  equivalent  on-the-job  training. 


Amer. 


AUG  1990  White 
(#)  73 

Black 

19 

Hispanic 

24 

Aslan 

33 

Filipino 

15 

Indian 

3 

Men 

136 

Women  Total 
31  167 

(%) 

44 

11 

14 

20 

9 

2 

81 

19 

100 

SF 

Parity 

57.5 

9.9 

11.2 

15.3 

5.4 

04 

54.8 

45.2 

100 

AUG  1991 

(#) 

70 

17 

22 

36 

16 

2 

132 

31 

163 

(%) 

43 

10 

14 

22 

10 

1 

81 

19 

100 

Category  Summary: 

PUC  Technicians  (Category  C)  decreased  from  one  hundred  sixty-seven  (167)  to 
one  hundred  sixty -three  (163),  a loss  of  four  (4)  or  minus  24%.  However,  only 
women  are  underrepresented,  all  other  protected  minority  groups  are  at  parity  or 
better.  In  order  to  be  at  full  parity  based  on  the  workforce  of  163  in  the  Category 
C,  an  additional  forty-three  (43)  women  would  have  to  be  represented  in  the 
Technicians  Category. 

The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 

Dept.  32  (Hetchy)  - Hispanics  lost  one  (1),  Asians  gained  one  (1),  Filipinos 
lost  one  (1),  and  a woman  was  gained. 

Dept.  40  (Bureaus)  - Whites  lost  three  (3),  Hispanics  lost  four  (4),  Asians 
gained  four  (4),  Filipinos  lost  one  (1),  American  Indians 
lost  one  (1),  and  women  lost  four  (4). 

Dept.  47  (Water)  - Hispanics  gained  three  (3),  Aslans  lost  two  (2),  Filipinos 
gained  three  (3),  and  women  gained  three  (3). 

* Please  note:  the  above  comparison  was  taken  from  1990  AA  plan  in  the 
summary  of  employment  by  job  category  (Page  54)  and  page  58  of  this  plan. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  D : Protective  Services 

(Definition)  Occupations  in  which  workers  are  entrusted  with  public  safety, 
security  and  protection  from  destructive  forces. 


Amer. 

AUG  1990  White  Black  Hispanic  Asian  Filipino  Indian  Men  Women  Total 
(#)  20  00  0 0202 
(%)  100  0 0 0 0 0 100  0 100 
eBE=B9BE=EaeeSBBBBBB=SBBBBBSSSSS&BBBB=3=SB3BBB=BBS=BBEaSE=SeeE==SI 

SF 

Parity  57.5  9.9  11.2  15.3  5.4  0.4  54.8  45.2  100 


AUG  1991 

(#)  20  00  0 0202 
<%)  100  0 0 0 0 0 100  0 100 


Category  Summary: 

PUC  Protective  Services  (Category  D),  experienced  no  staffing  changes  during  the 
1991  Affirmative  Action  Program  Year.  Two  (2)  White  males  are  employed  as  of 
August  1,  1991.  Protective  Services  employees  are  employed  only  in  Department 
40. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  E : Para-Professionals 

(Definition)  Occupations  in  which  workers  perform  some  of  the  duties  of  a 
professional  or  technician  in  a supportive  role,  which  usually 
require  less  formal  training  and/or  experience  normally  required 
for  professional  or  technical  status.  Such  positions  may  fall  within 
an  identified  pattern  of  staff  development  and  promotion  under 
a "new  careers"  concept. 


Amer. 

AUG  1990  White  Black  Hispanic  Asian  Filipino  Indian  Men  Women  Total 
(#)  00  02  0 0202 
(%)  0 0 0 100  0 0 100  0 100 
BSBBrBSBBB3EBSBSBBSBS!BS  = 3=3BSB  = = = = S = BBBSSB  = B:B=HEBBBBB&SBBBBBBBE  = S = : 

SF 

Parity  57.5  9.9  11.2  15.3  5.4  0 A 54.8  45.2  100 


AUG  1991 

(#)  0 0 0 1 1 0 1 1 2 

<%)  0 0 0 50  50  0 50  50  100 


Category  Summary: 

PUC  Para -Professionals  (Category  E)  did  not  experience  any  numerical  changes 
from  August  1990  to  August  1991.  However,  there  is  now  one  (1)  Asian  and  one  (1) 
Filipino  woman  rather  than  two  (2)  Aslans  and  one  (1)  woman.  Para-Professionals 
are  employed  in  Department  47  (WATER)  only.  No  employment  opportunities  are 
anticipated  during  the  1991-1992  Affirmative  Action  Program  Year.  No  goals  are 
established. 

The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 

Dept.  47  (Water)  - Asians  lost  one  (1),  Filipinos  gained  one  (1),  and  a 
woman  was  gained. 

* Please  note:  the  above  comparison  was  taken  from  1990  A A plan  in  the 
summary  of  employment  by  job  category  (Page  58)  and  page  62  of  this  plan. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  F : Office/Clerical 

(Definition)  Occupations  In  which  workers  are  responsible  for  Internal  and 
external  communication,  recording  and  retrieval  of  data  and/or 
Information  and  other  paper  work  required  In  an  office. 


AUG  1990  White 

Black 

Hispanic 

Asian 

Filipino 

Amer. 

Indian 

Men 

Women  Total 

(#) 

115 

114 

41 

81 

86 

1 

146 

292 

438 

(%) 

26 

26 

9 

19 

20 

0.02 

33 

67 

100 

SF 

Parity 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

100 

BBBBBBSB 

HB3SBBI 

3BBBBB! 

ssbbsbsbb 

BBSBBS 

BBBBSSBS 

BBBBBS: 

BBBBBB 

BBBBBBEBBBBBE 

AUG  1991 

(#) 

106 

Ill 

39 

79 

87 

1 

142 

281 

423 

(%) 

25 

26 

9 

19 

21 

0 

34 

66 

100 

Category  Summary: 


PUC  Office/Clerical  (Category  F)  decreased  from  four  hundred  thirty-eight  (438)  to 
four  hundred  twenty-three  (423)  over  the  one  year  period;  a loss  of  fifteen  (15)  or 
minus  3.4%.  American  Indians  did  not  experience  any  changes.  As  of  August  1 , 
1991,  only  Hispanics  are  underrepresented.  All  other  minority  groups  and  women 
are  at  parity  or  better.  In  order  to  reach  full  parity  based  on  the  workforce  of  423 
in  the  Category  F,  an  additional  eight  (8)  Hispanics  would  have  to  be  represented 
in  the  Office/Clerical  Category. 

The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 


Dept.  32  (HETCHY)  - 
Deot.  35  (MUNI)  - 

Dept.  40  (Bureaus)  - 


Dept.  47  (Water)  - 


Hispanics  gained  one  (1),  and  a woman  was  gained. 
Whites  lost  two  (2),  Blacks  lost  six  (6),  Hispanics  lost  one 
(1),  Asians  lost  one  (1),  and  women  lost  five  (5). 

Whites  lost  four  (4),  Blacks  lost  one  (1),  Hispanics  lost 
one  (1),  Filipinos  lost  two  (2),  American  Indians  lost  one 
(1),  and  women  lost  twelve  (12). 

Whites  lost  three  (3),  Blacks  lost  four  (4),  Hispanics  lost 
one  (1),  Asians  lost  one  (1),  Filipinos  gained  two  (2), 
American  Indians  gained  one  (1),  and  women  gained 
five  (5). 


Please  note:  the  above  comparison  was  taken  from  1990  AA  plan  in  the 
summary  of  employment  by  job  category  (Page  60)  and  page  64  of  this  plan. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  G : Skilled  Crafts 

(Definition)  Occupations  in  which  workers  perform  duties  that  require 
special  manual  skill  and  a thorough  and  comprehensive 
knowledge  of  the  processes  involved  In  the  work  which  is 
required  through  on-the-job  training  and  experience  or  through 
apprenticeship  or  other  formal  training  programs. 


AUG  1990  White 

Black 

Hisoanic 

Asian 

Filipino 

Amer. 

Indian 

Men 

Women  Total 

(#)  550 

123 

146 

195 

95 

11 

1084 

36 

1120 

(%)  49 

11 

13 

17 

9 

1 

97 

3 

100 

SF 

Parity  57.5  9.9  11.2  15.3  5.4  0.4  93.3  6.7  100 


AUG  1991 

(#)  549  120  142  208  102  7 1097  31  1128 

(%)  49  11  12  18  9 1 97  3 100 


Category  Summary: 

PUC  Skilled  Crafts  (Category  G)  increased  from  one  thousand  one  hundred  twenty 
(1120)  to  one  thousand  twenty-eight  (1128)  over  the  one  year  period;  a gain  of 
eight  (8)  or  0.7%.  Although,  losses  were  experienced  by  Blacks  and  Hispanlcs  all 
protected  minority  groups  are  at  parity  or  better.  Women  are  underrepresented  in 
the  Skilled  Crafts  Category  at  3%.  In  order  to  reach  full  parity  based  on  the 
workforce  of  1128  in  the  Category  G,  an  additional  forty-five  (45)  women  would 
have  to  be  represented  in  the  Skilled  Crafts  Category. 

In  the  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 

Dept.  32  (Hetchy)  - Whites  gained  four. 

Dept.  35  (MUNI)  - Whites  Tost  eleven  (11),  Blacks  lost  four  (4),  Hispanlcs 
lost  four  (4),  Asians  gained  twelve  (12),  Filipinos  lost  four 
(4),  American  Indians  lost  four  (4),  and  women  lost 
three  (3). 

Dept.  47  (Water)  - Whites  gained  six  (6),  Blacks  lost  one  (1),  Asians  gained 
one  (1),  Filipinos  gained  two  (2),  and  women  lost  two. 

* Please  note:  the  above  comparison  was  taken  from  1990  AA  plan  In  the 
summary  of  employment  by  job  category  (Page  62)  and  page  66  of  this  plan. 
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PUC  COMPARATIVE  UTILIZATION 
BY  JOB  CATEGORY 
AUGUST  1990  - AUGUST  1991 


Category  H : Service/Maintenance 

(Definition)  Occupations  in  which  workers  perform  duties  which  require 
result  in  or  contribute  to  the  comfort,  convenience,  hygiene  or 
safety  of  the  general  public;  or  which  contribute  to  the  upkeep 
and  care  of  buildings,  facilities,  or  grounds  of  public  property. 
Workers  in  this  group  may  operate  machinery. 

Amer. 

AUG  1990  White  Black  Hispanic  Aslan  Filipino  Indian  Men  Women  Total 
(#)  562  1499  279  217  129  48  2315  419  2734 

<%)  20  55  10  8 5 2 85  15  100 


SF 

Parity  57.5  9.9  11.2  15.3  5.4  0.4  54.8  45.2  100 


AUG  1991 


(#) 

517 

1514 

287 

241 

(%) 

19 

55 

11 

9 

Category  Summary: 


166 

6 

2299 

432 

2731 

6 

0 

84 

16 

100 

PUC  Service/Maintenance  (Category  H),  decreased  from  two  thousand  seven 
hundred  thirty-four  (2734)  to  two  thousand  seven  hundred  thirty-one  (2731)  over 
the  one  year  period;  a decreased  of  three  (3)  or  minus  .1%.  As  of  August  1,  1991 
all  protected  minority  are  at  parity  or  better.  Women  are  underrepresented  at 
16%.  In  order  to  reach  full  parity  based  on  the  workforce  of  2731  in  the  Category 
H,  an  additional  eight  hundred  two  (802)  women  would  have  to  be  represented  in 
the  Service/Maintenance  Category. 


The  following  PUC  departments  employed/loss  Whites,  minorities,  and  women  in 
the  1991  Affirmative  Action  Program  Year: 


Deot.  32  (Hetchy)  - 
Dept.  35  (MUNI)  - 


Dept.  40  (Bureaus)  - 


Dept.  47  (Water)  - 


Lost  one  (1)  woman. 

Whites  lost  forty-three  (43),  Blacks  gained  thirteen  (13), 
Hispanics  gained  five  (5),  Asians  gained  twenty-four 
(24),  Filipinos  gained  thirty-three  (33),  American  Indians 
lost  forty-two  (42),  and  women  gained  eleven  (11). 
Blacks  gained  two  (2),  Hispanics  lost  one  (1),  Filipinos 
gained  three  (3),  and  women  gained  three  (3). 

Whites  lost  two  (2),  Hispanics  gained  four  (4),  and 
Filipinos  gained  one  (1). 


Please  note:  the  above  comparison  was  taken  from  1990  AA  plan  In  the 
summary  of  employment  by  job  category  (Page  64)  and  page  68  of  this  plan. 
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AA/EEO  PROGRAM  ACCOMPLISHMENTS 
1990-1991 


NOTE:  This  sub-section  identifies  programs  and/or  actions  which  were  planned 
and  subsequently  carried  out  during  the  Affirmative  Action  Program  Year. 

o The  Bureau  of  Personnel  implemented  an  Exit  Survey  Inquiry  for  persons 
separating  from  PUC  employment  on  a voluntary  basis.  The  intent  of  the 
inquiry  was  to  determine  separating  employees  perceptions  as  to  PUC’s 
employment  practices  from  the  period  of  July  1,  1990  through  June  30,  1991. 
The  results  of  the  inquiry  were  to  be  analyzed  for  the  purpose  of  determining 
whether  PUC  Personnel  and  Training  staff  might  choose  to  develop  and 
implement  specific  programs/training  based  on  weaknesses  as  identified  by 
respondents  in  the  inquiry.  The  results  of  the  Inquiry  were  inconclusive.  The 
number  of  respondents  were  statistically  insignificant  in  comparison  to  the 
total  number  of  individuals  who  separated  from  PUC  during  the  period 
covered.  The  respondents  were  not  a good  sampling  of  PUC  departments;  of 
ethnic  and  gender  mixes.  Because  of  the  above  factors,  the  Bureau  of 
Personnel  and  Training  shall  continue  to  receive  and  analyze  data  through 
July  1,  1992,  before  issuing  an  analysis  of  inquiry  results. 

o The  EEO  Unit  conducted  a pilot  of  the  EEO/Prevention  of  Sexual  Harassment 
Training  Program  for  line  staff  of  PUC,  to  a group  of  managers,  supervisors 
and  line  personnel  of  PUC.  Input  from  participants  regarding  the  training 
program  led  to  certain  program  adjustments.  The  pilot  program  was 
conducted  in  February  1991.  Due  to  the  subsequent  staff  turnover,  the  actual 
implementation  of  the  training  proaram  for  line  personnel  is  being  held  in 
abeyance.  When  our  staffing  level  has  returned  to  normal  and  their  training 
completed,  we  expect  to  implement  training  prior  to  June  30,  1992. 

o The  Bureau  of  Personnel  and  Training  has  now  sponsored  and  carried  out 
informal  PUC  open  house  with  employee  groups  for  the  purpose  of 
exchanging  ideas,  discussing  employment  issues  and  concern  and  problem 
solving.  The  Invitation  for  subsequent  meetings,  as  need  dictates,  has  been 
established  and  extended  by  PUC,  Personnel. 

o During  the  1990-1991  Affirmative  Action  Program  Year,  a PUC  AA  Recognition 
Awards  Program  was  carried  out.  Outstanding  affirmative  action  efforts  and 
accomplishments  by  PUC  departments  during  the  1989-1990  Affirmative 
Action  Program  Year  were  recognized  before  the  full  Commission  of  PUC. 
Recipients  were  presented  with  resolutions  and  certificates  identifying  and 
describing  their  specific  accomplishments. 

o During  the  1990-1991  Affirmative  Action  Program  Year,  a comprehensive 
recruitment  resources  handbook  was  published  by  the  AA/EEO  Unit.  This 
handbook  was  issued  to  PUC  departments  for  resources  and  input  prior  to 
publication.  The  handbook  serves  as  the  primary  source  document  for 
developing  targeted  recruitment  plans.  The  handbook  will  be  continuously 
revised  to  provide  for  necessary  additions,  deletions,  or  modifications  to 
resource  data. 
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o During  the  1990-1991  Affirmative  Action  Program  Year,  a PUC  Bilingual  needs 
assessment  was  conducted  by  the  AA/EEO  Unit.  Based  on  the  Civil  Service 
criteria  for  determining  eligibility  for  bilingual  premium  pay,  a qualifying 
employee  must  use  such  skills  at  least  ten  (10)  hour  bi-weekly  pay  period. 

According  to  the  survey  results,  the  only  department  which  requested  an 
interpretators  skills  log  was  the  Metro  Operations  Divisions.  The  respondents 
were  five  9131  Station  Agent.  The  identified  languages  were  Spanish  and 
Chinese.  While  the  logs  indicate  frequent  bilingual  skill  usage  among  the 
five  station  agents,  the  reported  usage  duration  does  not  meet  the  minimum 
ten  hour  per  bi-weekly  period  as  setforth  in  the  Civil  Service  bilingual 
premium  pay  eligibility  criteria. 

Metro  Operations  Division  management  were  encouraged  to  periodically 
monitor  the  frequency  and  variation  of  bilingual  skills  usage  among  the  five 
employees  in  the  9131  class. 

o During  the  1990-1991  Affirmative  Action  Program  Year,  staff  of  the  PUC, 
AA/EEO  Unit  participated  in  the  planning  and  coordination  of  a City  and 
County  of  San  Francisco  Seminar  directed  toward  administrators  and 
managers.  The  seminar  was  sponsored  by  the  Civil  Service  Commission  and 
focused  on  issues  of  disabilities;  the  seminar  was  well  received  and 
evaluations  from  participants  were  positive  as  to  the  seminar  content  and 
delivery. 

o During  the  1990-1991  Affirmative  Action  Program  Year,  the  PUC,  AA/EEO  Unit 
in  conjunction  with  the  Utilities  Engineering  Bureau,  conducted  a targeted 
Student  Engineering  Fair  at  the  School  of  Engineering,  University  of  California, 
Davis.  While  the  Fair  was  open  to  all  engineering  students;  the  focus  was  on 
minority  women  engineering  students.  The  Fair  was  very  successful  in  that  it 
produced  a number  of  targeted  applicants  for  the  1991  UEB  Summer  Intern 
Engineering  Program.  Additionally,  the  AA/EEO  Unit  participated  in  a 
scheduled  Job  Fairs  at  San  Jose  State,  The  University  of  Pacific,  San  Francisco 
State,  and  University  of  San  Francisco. 

o The  Choices  Program  is  a subcommittee  of  the  PUC  Women’s  Advisory 
Group.  Its  purpose  is  to  introduce  high  school  students  to  the  wide  range  of 
career  opportunities  available  at  PUC.  This  is  done  through  panel 
presentations  at  selected  high  schools.  Panels  are  composed  of  3 to  4 PUC 
women  employees  in  managerial,  technical,  and  blue  collar  position. 

Thus  far,  the  Choices  Program  has  been  introduced  to  7 SF  Public  Schools 
and  one  Middle  School.  The  program  has  been  well  received  both  by 
teachers  and  students  and  many  schools  have  requested  more 
presentations. 

In  the  Spring  of  1991,  a more  extensive  program  efforts  was  planned  by  the 
Choices  Committee  representatives  and  the  staff  of  John  O’Connell  High 
School,  a trade  oriented  school.  It  resulted  in  a Career  Day  which  was 
conducted  on  Wednesday,  May  8,  1991,  from  8 am  to  12  noon.  All  450 
students  were  released  from  their  regular  classes  to  participate  in  the  Career 
Day.  A total  of  28  PUC  employees  were  involved  in  this  effort. 
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The  students  were  able  to  attend  3 presentations  from  a series  of  (10) 
different  sessions  covering  a wide  range  of  trades  such  as  plumbing, 
mechanics,  drafting,  photography,  track  maintenance,  electronic  and  fire 
fighting.  The  presentation  focused  on  education  and  training,  the  nature  and 
skills  of  the  trade,  and  the  advantages,  as  well  as,  the  challenges  for  women 
working  in  these  jobs. 

Additionally,  a Career  Planning  workshop  was  presented  to  acquaint 
students  with  the  process  for  completing  a job  application,  interviewing 
techniques,  budgeting,  and  apprenticeship  programs.  In  the  school  gym 
literature  tables  were  setup  and  a video  depicting  interviews  with  SF  City  and 
County  women  employees,  in  non  traditional  job,  was  shown  continuously. 

o During  the  1990-1991  Affirmative  Action  Program  Year,  the  PUC 
Women’Advisory  Group  prepared  and  published  three  (3)  PUC  "Working 
Women”  Newsletters.  The  newsletter  focuses  on  important  employment 
issues  concerning  women,  and  also  profiles  personalities  of  women 
employed  at  PUC. 

o Also,  during  the  1990-1991  Affirmative  Action  Program  Year,  the  AA 
Coordinator  in  conjunction  with  the  AA  Coordinators  from  DSS  and  CSC-EEO 
Unit,  prepared  and  published  two  (2)  EEO  Newsletters  entitled  "Perspectives 
on  Diversity".  The  publications  primarily  focused  on  important  national  and 
local  EEO  issues.  The  newsletters,  also  in  part,  provided  guidance  to 
managers  in  addressing  complaints  of  discrimination  and  charges  of  sexual 
harassment.  It  is  planned  to  continue  publication  of  this  newsletter  on  a 
periodic  basis. 
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AA/EEO  PROGRAM  PRIORITIES 
1991-1992 


1 


Background  For  Establishing  1991-1992  AA/EEO  Program  Priorities 

As  mentioned  briefly  in  the  Administrative  Overview  of  this  update,  in  the  months 
of  May,  June  and  August,  1991  all  three  PUC  Affirmative  Action  Specialists 
separated  from  the  AA/EEO  Unit.  This  loss  could  not  be  anticipated;  consequently, 
the  delivery  of  AA/EEO  services  to  PUC  departments  in  some  instances  was  slower 
than  desired. 

The  publication  of  this  annual  update  was  affected  by  the  loss  of  staff  in  that  It  has 
been  delayed  approximately  one  month.  Nevertheless,  the  AA/EEO  was  able  to 
remain  functional  and  responsive  to  the  needs  of  PUC  departments. 

In  October  1991,  an  Affirmative  Action  Specialist,  Mr.  Don  Brown  was  employed. 
Mr.  Brown  is  a talented  and  bright  person,  the  Unit  has  great  expectations  as  to  his 
capabilities  in  the  delivery  of  AA/EEO  professional  services. 

Recently,  a Personnel  Technician,  Ms.  Christina  Valero  was  upgraded  from  the 
Unit's  Secretary  II  position.  She  demonstrates  a positive  work  ethic  and  has  been 
invaluable  to  the  publication  of  this  Update. 

Ms.  Jeannie  Taulealo,  via  a PUC  departmental  reassignment  from  MUNI 
Maintenance  Division  replaced  Ms.  Valero,  as  the  Unit’s  Secretary  II.  Her 
experience  and  knowledge  of  MUNI  will  serve  this  Unit  well. 

Lastly,  it  is  anticipated  that  Ms.  Manti  Henriquez,  Affirmative  Action  Specialist  will 
return  to  the  AA/EEO  Unit  in  May  1992,  after  completing  her  one  year  leave  of 
absence. 

AA/EEO  Program  Priorities 

o It  shall  be  the  first  program  priority  to  train  and  orient  new  staff  members  in 
the  areas  of  conducting  intake  consultations  with  PUC  complainants; 
conducting  discrimination  investigations;  techniques  in  negotiating  formal 
and  informal  complaint  resolutions;  developing  targeted  NCS  and  PCS 
recruitment  plans;  orientation  with  existing  training  materials  related  to  the 
delivery  of  EEO  and  Prevention  of  Sexual  Harassment  Training  for 
managers/supervisors,  PUC  and  PUC  Line  Staff  Training.  Lastly,  staff  needs  to 
be  oriented  and  trained  in  conducting  scheduled  affirmative  action  plan 
reviews. 

o The  second  program  priority  shall  be  to  fully  research  and  analyze  the 
requirements  of  Title  I of  the  American  with  Disabilities  Act  (ADA)  to  become 
effective  July  26,  1992,  and  on  the  basis  of  research  and  analysis  to  prepare 
and  provide  to  PUC  Administrators  a comprehensive  orientation  outlining 
employment  requirements  specified  by  ADA. 


23 


Additionally,  it  shall  b©  a priority  to  orient  PUC  Administrators  and  Managers 
as  to  the  pending  Civil  Rights  Act  legislation,  which  finally  appears  headed 
for  adoption.  Liability  and  remedies  related  to  employment  discrimination 
will  be  a heavier  burden  under  the  proposed  legislation  for  those 
employees  who  have  been  determined  to  be  engaging  in  discrimination. 

o The  third  program  priority  is  to  resume  EEO/Prevention  of  Sexual  Harassment 
Training  for  managers  and  supervisors  of  PUC  as  soon  as  reasonably 
possible.  To  add  to  the  existing  training,  information  on  the  American  with 
Disabilities  Act  (ADA),  both  in  written  and  verbal  forms  of  presentation. 

o The  fourth  program  priority  is  to  advertise  and  implement  a three  to  four 
hour  voluntary  EEO/Prevention  of  Sexual  Harassment  workshop  designed 
for  PUC  Line  Staff,  prior  to  June  30,  1992. 

o Program  priority  five  is  to  conduct  a complete  analysis  of  the  San  Francisco 
labor  force  composition  by  job  category  should  1990  U.S.  Census  labor 
force  information  be  published  during  the  course  of  the  PUC,  1991-1992 
Affirmative  Action  Program  Year. 

o Program  priority  six  is  to  develop  and  prepare  a Tri-Annual  EEO/Civil  Rights 
report  to  the  Regional  Office  of  the  Urban  Mass  Transit  Administration.  The 
report  is  due  in  October  1992,  and  is  a condition  of  present  and  future  grants 
applied  for  by  PUC,  Municipal  Railway. 

o Program  priority  seven  is  an  analysis  of  the  data  from  the  voluntary  exit 
survey  showed  the  number  of  respondents  was  not  representative  of  the 
total  number  of  employees  who  separated  from  the  PUC  during  the  covered 
time  period.  To  control  for  a more  representative  sample,  a mandatory  exit 
survey  to  be  completed  by  employees  upon  separation  from  the  PUC  will 
be  instituted  during  the  upcoming  year. 
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CONTINUING  PROBLEMS  AFFECTING  PROGRESS 


The  current  personnel  system  Is  fundamentally  flawed.  The  Charter  sections  that 
provide  the  framework  for  rules,  policies,  and  procedures  were  established  In 
1932.  This  reform  Charter  was  basically  a reaction  to,  among  other  things,  corrupt 
personnel  practices.  Therefore,  an  elaborate  system  of  checks  and  balances  was 
created.  This  system  worked  best  when  there  were  much  fewer  positions.  It’s  an 
extremely  cumbersome  and  impractical  system  for  trying  to  service  a City /County 
government  with  approximately  twenty  nine  thousand  employees.  Unless  some 
basic  adjustments  are  made  to  the  personnel  system,  we  will  be  unable  to  meet 
the  increased  affirmative  action  demands  for  Hispanics,  Asians,  Filipinos,  and 
Women.  It  is  anticipated  that  the  1990  census  will  reflect  sharp  increases  in  the 
workforce  availability  for  these  protected  categories. 

The  heart  of  any  personnel  system  is  an  up-to-date  classification  scheme,  which 
accurately  describes  the  duties  and  responsibilities  of  positions.  The  last 
comprehensive  classification  survey  was  conducted  in  1962.  Since  that  time, 
classification  activities  have  been  conducted  on  a piece  meal  approach.  The 
scheme  that  was  established  narrowly  classified  positions.  The  General  Clerk  was 
split  into  classifications  entitled,  Water  Services  Clerk,  Account  Clerk,  Clerk, 
Inventory  Clerk,  Medical  Records  Clerk,  etc. 

Wage  and  Salary  and  Examination  decisions  are  based  upon  the  classification 
scheme.  Salary  inequities  exist,  when  classification  data  is  inaccurate.  Positions 
may  be  over  or  under  classified,  and  therefore,  any  incumbents  are 
inappropriately  compensated.  Additionally,  the  salary  setting  mechanism  and 
benefit  package  favors  selected  groups  of  employees,  Police,  Fire,  Transit 
Operators,  and  Nurses.  This  eases  recruitment  for  positions  in  these  areas  but  stifles 
recruitment  for  other  classifications. 

When  the  City  went  from  a very  broad  classification  scheme  to  a very  narrow  one, 
It  immediately  created  an  examination  backlog  from  which  the  City  has  never 
recovered.  The  steps  in  the  examination  process  actually  increased,  when  the 
current  job  analysis  process  was  introduced  in  order  to  provide  legally  defensible 
examinations.  This  means  that  while  examinations  are  delayed,  the  line 
departments  must  hire  "temporary"  employees  to  cover  essential  operating 
services.  Because  of  the  extensive  mandated  Charter  procedures,  examinations 
may  be  delayed  for  years. 

Temporary  employees  are  not  eligible  for  incremental  salary  increases,  retirement, 
social  security  benefits,  etc.  This  problem  inhibits  our  ability  to  recruit  and  to  retain 
employees.  It  also  encourages  the  Departments  to  inappropriately  attempt  to 
re-classify  positions  upward,  in  an  effort  to  gain  compensation  for  incumbents.  If 
successful,  this  practice  further  obfuscates  the  classification  and  salary  schemes. 

The  examination  process  is  also  extremely  lengthy,  due  to  Charter  required  protest 
and  inspection  periods.  Temporary  employees,  by  Charter,  receive  no  preference 
or  any  advantage  in  the  testing  process. 
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This  often  serves  to  negate  the  departments  good  fafth  effort  in  employing 
minorities  and  women,  when  the  temporaries  fail  to  be  among  the  top  three 
certified.  In  that  instance,  they  are  laid  off  in  favor  of  someone  who  is  among  the 
top  three.  Thus,  inviting  examination  protests  to  delay  the  certification  process 
and  leaving  departments  in  the  costly  situation  of  seemingly  perpetually 
training/orienting  new  employees. 

Application  procedures  are  many  times  complicated  and  inconsistent,  often 
serving  to  discourage  minority  and  female  applicants.  For  example,  some 
applications  must  be  filed  in  person  only,  some  by  mail  only  and  some  at  the  Civil 
Service  Examination  Unit.  Some  require  supplemental  forms,  employment 
verification,  or  performance  evaluations;  some  allow  waivers,  some  do  not.  The 
filing  procedures  are  usually  determined  by  the  personnel  analyst  in  charge  of  the 
particular  examination. 

Applicants  for  examinations  are  allowed  to  substitute  work  experience  for 
educational  requirements.  However,  the  use  of  narrow  preferred  qualifications 
which  screen  down  the  large  number  of  candidates  for  a particular  examination 
bars  minorities  and  women  from  applying. 

Three  names  are  certified  to  the  hiring  Department  for  consideration,  after  a 
regular  civil  service  examination  has  been  conducted.  It  is  practically  impossible 
for  examination  units  to  ensure  that  targeted  minorities  and  women  will  pass  tests 
so  that  they  are  always  among  the  top  three  candidates.  Therefore,  even  when 
minorities  and  women  pass  tests,  departments  may  be  unable  to  reach  them  for 
employment. 

The  certification  process  is  complicated.  Eligibles  unfamiliar  with  procedures  and 
deadlines  may  fail  to  respond  to  notices  in  a timely  manner  or  to  follow 
instructions  exactly,  and  as  a result  are  put  on  inactive  status,  no  longer  open  to 
calls  when  vacancies  occur. 

Many  of  the  managerial  staff  have  promoted  through  the  ranks  to  their  current 
positions.  They  are  primarily  white  male  and  have  long  Ingrained  expectations  of 
the  work  environment  that,  although  changing,  still  create  situations  in  which 
perceptions  of  discrimination  and/or  sexual  harassment  exist. 

Staffing  of  the  Personnel  Bureau  Is  insufficient  to  provide  consistent  training  to 
supervisors  and  managers  to  inform  them  of  their  responsibilities  with  respect  to 
equal  employment  opportunity.  Although  a training  program  Is  currently  being 
offered,  the  impact  is  slow  in  being  realized  in  the  work  environment  due  to  the 
time  constraints  of  the  training  schedule.  Some  supervisors/managers  have 
difficulty  integrating  the  theoretical  concepts  presented  in  the  training  into 
everyday  work  practices. 
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SECTION  II 


WORKFORCE  AVAILABILITY  STANDARDS/WATER,  HETCHY  HETCHY,  PUC  DEPT. 


SUMMARY  OF  PERSONNEL  PRACTICES 
August.  1990  through  September.  1991 


) 


DEPARTMENT  32  - HETCH  HETCHY 
I.  Efforts  to  Minimize  Discrimination 


Inspections  of  Hetch  Hetchy  facilities  were  conducted.  The  inspections 
were  conducted  to  ensure  that  all  PUC  policies  and  procedures  were 
posted  and  that  no  offensive  graphic  material  was  displayed. 

Policies  and  procedures  that  are  to  be  posted  in  all  official  bulletin  boards 
are: 

The  PUC  Sexual  Harassment  Policy; 

The  PUC  EEO/AA  Policy; 

PUC  Requirements  and  Procedures  for  filing  a complaint; 

SF  Civil  Service  Commission  Policy  on  the  Use  of  Slurs;  and 
The  SF  Civil  Service  Commission  Procedures  for  Filing  a 
Discrimination  Complaint 

Facilities  inspected  were  the  following: 

Division  01  - 1155  Market  Street  Offices. 

Division  02  - Early  Intake,  Mocassin  Administration  and  Powerhouse, 
Holm  Powerhouse,  Craft  Shops  in  Mocassin,  Toulomne 
County 

Division  03  - 2502  Alameda  Street  Offices 

All  relevant  locations  had  all  policies  and  procedures  posted.  Additionally, 
the  inspections  did  not  reveal  any  posted  materials  which  were  graphically 
explicit  or  in  questionable  taste  with  respect  to  racially/ethnically/sexually 
offensive  material. 


II.  Training 

Since  the  onset  of  the  "Equal  Employment  Opportunity/Prevention  of  Sexual 
Harassment"  training  program,  a total  of  fifty  (50)  of  Hetch  Hetchy’s 
managers  and  supervisors  nave  been  trained. 

The  PUC  AA/EEO  Unit  staff  provides  counseling  assistance  to  managers  and 
supervisors  who  are  seeking  to  resolve  problems  before  these  become 
formal  discrimination  complaints. 
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The  Watershed  Worker  Summer  Program 


The  goal  of  the  program  Is  to  provide  students  an  opportunity  to  work  and 
learn  new  skills,  as  well  as  to  fill  a need  for  seasonal  watershed  work  in 
Moccasin  (Division  02  - Project  Operations)  located  approximately  140 
miles  from  San  Francisco.  This  program  is  implemented  through  a joint  effort 
of  Division  02-Project  Operations  and  the  PUC  AA/EEO  Unit. 

In  1987,  Hetch  Hetchy  Project  Operations  and  the  PUC  AA/EEO  Unit  agreed 
that  the  Unit  would  be  responsible  for  administering  the  recruitment  and 
selection  of  four  program  slots.  To  ensure  work  opportunity  for  a maximum 
number  of  students,  the  total  program  slots  were  divided  into  two,  six  week 
sessions.  Thus,  the  four  slots  translated  Into  eight  Bay  Area  students 
participating  in  the  Program.  In  1989,  the  number  of  program  slots 
administered  by  the  PUC  AA/EEO  Unit  increased  to  six  per  session;  thus,  a 
total  of  twelve  Bay  Area  students  are  employed  in  the  program  every 
summer.  The  other  program  slots  are  administered  by  Project  Operations, 
Moccasin. 

During  the  summer  of  1991,  a total  of  thirty-two  students  were  hired  as 
Watershed  Seasonal  Workers.  Out  of  the  thirty-two,  28.12%  were  women, 
50%  Whites,  6.25%  were  Blacks,  9.38%  were  Hispanics,  and  6.25%  Filipinos. 

Overall,  the  PUC  AA/EEO  Unit  is  responsible  for  the  following  tasks:  1) 
develop  the  job  announcement;  2)  conduct  recruitment  of  students  in  San 
Francisco;  3)  conduct  interviews  of  City/Bay  Area  students;  and  4)  monitor 
all  selections  to  ensure  participation  of  women  and  minorities. 


III.  Disciplinary  Actions 

A.  Suspensions 

There  were  a total  of  three  (3)  suspensions  from  (32/03)  for  the 
reporting  period.  Two  (2)  Whites  and  one  (1)  Filipino.  For  32/02,  Project 
Operations  , there  were  two  (2)  suspensions,  both  are  Whites. 

B.  Dismissals 

There  were  no  dismissal  during  the  reporting  period. 


IV.  Discrimination  Complaints 

There  were  no  discrimination  complaints  for  Department  32  during  the 
reporting  period. 
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DEPARTMENT  35  - MUNI  RAILWAY 


I.  Efforts  to  Minimize  Discrimination 

An  integral  part  of  the  Affirmative  Action  Plan  Update  is  the  annual 
inspection  of  all  of  MUNI’s  administration,  transportation  and  maintenance 
areas.  This  inspection  entails  a physical  walk  through  of  work  areas  in  order 
to  ensure  that  all  City  & County  and  PUC  policies  concerning  EEO  issues 
were  posted  in  areas  which  were  accessible  to  employees. 

Each  area  was  inspected  to  assure  that  no  graphic  material  of  a 
demeaning  nature,  or  which  could  be  construed  as  offensive,  was 
displayed;  including  racial,  ethnic  and  gender  related  materials. 

Updated  packets  of  documents  containing  the  policies  and  procedures 
were  provided  for  all  MUNI  work  locations  where  updated  policies  and/or 
procedures  were  not  posted. 

No  offensive  materials  were  posted.  Each  Deputy  General  Manager, 
Division  Manager  and  Maintenance  Manager  insures  that  either  they 
personally  inspect  the  work  areas  for  which  they  have  responsibility  or 
designate  someone  to  routinely  carry  out  the  inspections. 

The  following  is  a list  of  actual  sites  inspected: 

DIVISION: 

Presidio  Division  - Transportation,  2600  Geary  Blvd. 

Administrative  Services  - Transportation,  2600  Geary  Blvd. 

Training  & Safety  - Transportation,  2600  Geary  Blvd. 

Schedules  & Planning  - Transportation,  949  Presidio,  Rm  200 
Surface  Transportation  - Transportation,  949  Presidio,  Rm  225 
Administration/Engineering  - 949  Presidio,  2nd  Fir. 
Administration/Engineering  - 2600  Geary,  Rm.  150 
Presidio  Maintenance  - Maintenance,  949  Presidio 

Flynn  Division  - Transportation  & Maintenance,  1940  Harrison  Street 
Kirkland  Division  - Transportation  & Maintenance,  2301  Stockton 
Potrero  Division  - Transportation  & Maintenance,  2500  Mariposa,  Rm  1 
Woods  Division  - Transportation,  1001  22nd  Street 

Maintenance,  1025  Indiana  Street 

Central  Control  - 131  Lennox  Way 
Station  Operations  - 131  Lennox  Way 

Green  Division  - Transportation  & Maintenance,  425  Geneva 

Cable  Car  Division  - Transportation  & Cable  Machinery,  1201  Mason  Street 
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II.  Training 


Since  the  inception  of  the  Equal  Employment  Opportunity/Prevention  of 
Sexual  Harassment  training  in  January  1986,  a total  of  381  MUNI  employees 
have  received  training. 

In  May  1989,  at  the  request  of  MUNI  Management  and  Local  200  of  the 
Transport  Workers  Union,  all  available  training  slots  were  allocated  for  the 
exclusive  use  of  the  9139  Transit  Supervisors.  Through  this  Affirmative  Action 
Program  Year,  267  Transit  Supervisors  have  been  trained  which  is  100%  of 
those  persons  who  were  Transit  Supervisors  as  of  July  31,  1990. 

In  addition  to  this  formal  training,  the  PUC  AA/EEO  Unit’s  staff  provide 
assistance  and  counseling  to  departmental  managers  regarding  methods 
for  resolving  situations  prior  to  them  becoming  formal  discrimination 
complaints. 

Beginning  in  May  1990,  the  EEO  Unit’s  staff  continues  to  address  each 
graduating  class  of  9163  Transit  Operators  on  the  topic  of  sexual  harassment 
and  discrimination.  By  providing  this  orientation  to  newly  trained  Transit 
Operators,  it  is  intended  to  make  them  aware  of  their  responsibility  not  to 
engage  in  discriminatory  behavior  toward  co-workers.  Information  is 
provided  to  them  so  that  they  are  made  aware  of  the  types  of  behaviors 
which  may  constitute  the  various  forms  of  discrimination  and  potential 
consequences  for  persons  who  are  found  to  have  perpetrated 
discrimination.  They  are  also  provided  information  regarding  their  rights  to 
discrimination  free  work  environment. 


III.  Disciplinary  Actions 

A summary  of  suspensions  and  dismissals  for  the  various  MUNI  divisions  was 
provided  and  reviewed  with  each  of  the  Deputy  General  Managers.  This 
was  done  in  order  to  provide  means  of  identifying  instances  of  disciplinary 
actions  which  appear  to  be  disproportionately  focused  in  any  given  work 
location  or  against  any  particular  ethnic  group  or  gender.  The  intention  of 
this  review  is  to  provide  a flag  to  the  managers  regarding  the  potential  for 
charges  of  disparate  treatment. 

A.  Suspensions 

There  was  a total  of  two  hundred  fifty  seven  (257)  suspensions  among 
platform  employees  (Transit  Operators  only).  This  consisted  of 
forty-five  (45)  White,  one  hundred  eighty-nine  (189)  Blacks,  fifteen  (15) 
Hispanics,  two  (2)  Asians,  six  (6)  Filipinos,  and  thirty-two  (32)  women. 

Of  the  remaining  miscellaneous  employees  (Non-Transit  Operators), 
there  was  a total  of  thirty-four  (34)  suspensions.  This  included 
seventeen  (17)  Whites,  nine  (9)  Blacks,  five  (5)  Hispanics,  two  (2) 
Asians,  one  (1)  American  Indian,  and  four  (4)  women. 
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B.  Dismissals 


Among  platform  employees,  there  were  nine  (9)  dismissals  which 
Included  six  (6)  Blacks,  two  (2)  Asians,  one  (1)  Filipino,  and  one  (1) 
woman. 

There  were  no  non-platform/miscellaneous  dismissal  during  this 
reporting  period. 

IV.  Discrimination  Complaints 

During  this  past  Affirmative  Action  Program  Year,  there  were  nineteen 
discrimination  complaints  filed  against  MUNI  Railway. 

Six  complaints  were  filed  in  the  Transportation  Division.  Three  cases  are  still 
pending  a final  disposition;  two  charges  were  withdrawn  by  the 
complainant  and  one  complaint  was  resolved  through  an  internal  resolution 
at  the  Division  level. 

The  Maintenance  Division  had  thirteen  discrimination  complaints  in  this 
program  year.  Four  (4)  are  pending  a final  disposition;  three  (3)  were 
dismissed  for  no  cause;  two  (2)  charges  were  withdrawn  by  the 
complainant;  and  four  (4)  were  resolved  through  an  internal  resolution. 


DEPARTMENT  40  - PUC  BUREAUS 

I.  Efforts  to  Minimize  Discrimination 

An  inspection  of  Department  40  facilities  was  conducted  to  ensure  that  all 
AA/EEO  policies  and  procedures  were  posted  and  that  no  offensive  graphic 
material  was  displayed. 

Department  40  has  six  Divisions:  01-Administration,  02-Bureau  of  Finance, 
03-Bureau  of  Management  Information  Services,  04-Utilities  Engineering 
Bureau,  05-Bureau  of  Energy  Conservation,  and  06-Bureau  of  Personnel  and 
Training. 

An  inspection  of  the  following  facilities  was  conducted: 

Division  01  - City  Hall,  Room  287 

Division  02  - 425  Mason  offices,  and  Claims,  Payroll  and  Revenue  offices 
at  949  Presidio. 

Division  03  - 414  Mason  Offices. 

Division  04  - 1155  Market  Street  Offices. 
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Division  05  - 1155  Market  Street. 

Division  06  - 1155  Market  Street  Offices. 

Most  locations  had  all  policies  and  procedures  posted.  Where  this  was  not 
the  case,  managers  were  reinstructed  to  post  all  relevant  policies  and 
procedures.  Additionally,  the  Inspections  did  not  reveal  any  posted 
materials  which  could  be  considered  graphically  explicit  or 
raclally/ethnically/sexually  offensive. 

II.  Training 

Since  the  onset  of  the  "Equal  Employment  Opportunity/Prevention  of  Sexual 
Harassment"  training  program,  a total  of  seventy-two  (72)  of  the 
Department's  managers  and  supervisors  have  been  trained. 

The  PUC  AA/EEO  Unit  staff  provides  counseling  assistance  to  managers  and 
supervisors  who  are  seeking  to  resolve  problems  before  these  become 
formal  discrimination  complaints. 

III.  Disciplinary  Actions 

There  were  two  (2)  suspensions  for  the  reporting  period.  One  (1)  Black 
from  Bureau  of  Finance  and  one  (1)  Filipino  from  Bureau  of  Personnel 
and  Training. 

B.  Dismissals 

A White  male  was  dismissed  from  UEB  (40/04)  during  the  reporting 
period. 


IV.  Discrimination  Complaints 

Two  complaints  were  filed  against  Dept.  40  with  the  PUC  AA/EEO  Unit.  The 
complainants  alleged  discrimination  on  the  basis  of  their  race  and 
handicap.  One  (1)  case  was  resolved  at  a no  cause  determination  and  the 
other  case  remains  pending. 


DEPARTMENT  47  - WATER  DEPARTMENT 
I.  Efforts  to  Minimize  Discrimination 

An  on-site  physical  review  and  inspection  was  made  of  all  Water 
Department  facilities  to  ensure  that  Affirmative  Action  and  Equal  Employment 
Opportunity  policies  with  respect  to  discrimination,  sexual  harassment,  slurs 
and  procedures  for  filing  discrimination  complaints  were  posted  in  a 
prominent  place  accessible  to  all  employees. 
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Bulletin  boards  in  all  divisions  including  Shop  areas  were  inspected  and 
where  there  were  policies  missing  or  outdated,  they  were  replaced  and 
posted.  Each  division  was  provided  a packet  of  policies  which  included  as 
follows:  The  PUC  Sexual  harassment  Policy,  PUC  Equal  Employment 

Opportunity /Affirmative  Action  Policy  Statement,  Civil  Service  and  PUC 
requirements  and  Procedures  for  Filing  a Discrimination  Complaint,  and  S.F. 
Civil  Service  Policy  on  the  Use  of  Slurs. 

An  inspection  of  the  following  facilities  was  conducted: 

DIV.  01  Water  Dept.  Administrative  Offices,  425  Mason  St.,  4th  Fir. 

DIV.  02  Customer  Service,  425  Mason  St.,  1st  & 2nd  Firs. 

Field  Service  Office,  1990  Newcomb  Street 
DIV.  03  City  Distribution,  1990  Newcomb  St. 

Administrative  Offices  & Maintenance  Shops 
DIV.  04  Water  Quality,  1000  El  Camino,  Millbrae 

DIV.  05  Water  Supply,  1000  El  Camino,  Millbrae 

Sunol,  Alameda  County 
San  Antonio  Filtration  Plant,  Alameda 
San  Andreas  Filtration  Plant,  Millbrae 

Additionally,  public  areas  were  inspected  to  ensure  that  no  graphic  material 
of  an  offensive  or  harassing  nature  was  displayed.  Division  managers  and 
their  deputies  were  reminded  to  periodically  check  the  bulletin  boards  and 
public  areas  to  make  sure  that  all  policies  are  in  place  and  that  no  offensive 
material  is  posted. 


II.  Training 

The  AA/EEO  Unit  conducts  a training  program  for  all  PUC  managers  and 
supervisors  on  "Equal  Employment  Opportunity  and  the  Prevention  of  Sexual 
Harassment"  on  a continuous  basis.  To  date,  ninety-two  (92) 
managers/supervisors  from  the  Water  Department  have  received  the  training. 

In  addition  to  the  formal  training  class,  all  staff  of  the  AA/EEO  Unit  is  available 
for  counseling  and  providing  technical  assistance  to  department  managers 
with  respect  to  filing  of  discrimination  complaints  or  resolution  of  other 
problems  through  other  informal  methods. 


III.  Disciplinary  Actions 

A review  of  suspensions  and  dismissals  in  each  division  was  made  as  a 
means  of  identifying  any  disproportionate  pattern  as  to  location,  ethnic 
group,  work  category,  sex,  race  or  other  factors  which  may  provide  a signal 
as  to  potential  problem  areas. 

A.  Suspensions 

There  were  a total  of  eight  (8)  suspensions  during  the  period.  One  (1) 
from  the  General  Manager/Administration  Division,  two  (2)  were  from 
Customer  Service  Division,  four  (4)  from  City  Distribution  Division,  one  (1) 
from  Water  Quality  Division,  two  (2)  from  Water  Supply  Division.  Included 
In  the  total  was  four  (4)  Whites,  three  (3)  Asians,  one  (1)  Black  and  Two 
(2)  women. 
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B.  Dismissals 


There  were  two  (2)  dismissals  from  the  Water  Department  during  this 
period.  One  (1)  White  and  one  (1)  woman.  Both  dismissals  are  from  City 
Distribution  Division. 


IV.  Discrimination  Complaints 

No  discrimination  complaints  filed  during  the  reporting  period. 


DISCRIMINATION  COMPLAINTS  BY  JURISDICTION 


1990-1991 

DEPT 

32 

35 

40 

47 

TOTAL 

EEOC 

0 

5 

0 

0 

5 

CSC 

0 

2 

0 

0 

2 

DFEH 

0 

3 

1 

0 

4 

PUC 

0 

? 

I 

0 

10 

TOTAL 

0 

19 

2 

0 

21 

DISCRIMINATION  COMPLAINTS  BY  TYPE 


TYPE 

EEOC 

CSC 

DFEH 

PUC 

TOTAL 

Race 

1 

2 

1 

3 

7 

National  Origin 

3 

0 

1 

0 

4 

Sex 

1 

1 

0 

6 

8 

Age 

1 

0 

1 

0 

2 

Handicap 

0 

0 

2 

0 

2 

Retaliation 

0 

0 

0 

1 

1 

DISCRIMINATION  COMPLAINTS  DISPOSITION 


DISPOSITION 

EEOC 

CSC 

DFEH 

PUC 

TOTAL 

No  Cause  Finding 

1 

1 

0 

3 

5 

Reasonable  Cause 
Finding 

0 

0 

0 

0 

0 

Complainant 

Withdrawal 

0 

0 

0 

3 

3 

Resolution: 

Form/Informal 

0 

0 

1 

4 

5 

Complaint 

Pending 

4 

1 

3 

0 

TOTAL 

8 

21 

35 


D I SC  R I M . C 0 M P LA.  I NTS  BY  J U R I S D I C T 1 0 N 


DISCRIM.  COMPLAINT'S  BY  TYPE! 


I 
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GOALS  AND  TIMETABLES  OVERVIEW 


The  Public  Utilities  Commission  Affirmative  Action  Plan,  as  adopted  in  1989,  is  a 
five  year  plan.  The  plan  became  effective  on  January  1,  1989  and  is  to  continue 
through  August  1993. 


Long  Range  Employment  Goals: 

It  is  the  long  range  goal  of  PUC  to  attain  a workforce  in  all  occupational 
categories  where  minorities  and  women  are  represented  in  numbers  equal  to  their 
availability  in  the  overall  San  Francisco  Labor  Market.  Attainment  of  the  long 
range  goal  is  dependent  in  part  on  the  execution  of  continuous  AA  tasks  and  the 
implementation  of  new  creative  programs  and  actions  designed  to  promote 
further  success  relating  to  goal  attainment.  Attainment  of  a representative 
workforce  is  equally  dependent  upon  the  commitment  and  sensitivity  of  PUC 
management  to  foster  and  promote  affirmative  action  principles  within  their  area 
of  responsibility  and  influence. 

The  overall  San  Francisco  Labor  Market,  based  on  1980  census  data  is:  * 


5.4% 
0.4% 
54.8% 
45.2%* 

The  EEOC  occupational  categories  are: 

(A)  Officials/Administrators 

(B)  Professionals 

(B-E)  Professional  (Engineers) 

(C)  Technicians 

(D)  Protective  Services 

(E)  Para-Professionals 

(F)  Office/Clerical 

(G)  Skilled  Crafts 

(H)  Service/Maintenance 


(1) 

White 

57.5% 

(5)  Filipino 

(2) 

Black 

9.9% 

(6)  Am.  Indian 

(3) 

Hispanic 

11.2% 

Men 

(4) 

Asian 

15.3% 

Women 

Please  note  that  a Special  Occupational  Tabulation  (SOT)  determined  by  the 
U.S.  Census  for  certain  employment  groupings,  which  have  externally 
determined  licensing  requirements,  is  included  and  relevant  to  establishing 
goals  for  PUC.  Professional  Engineers  (B.E.)  listed  above  Is  one  of  the  fifteen 
(15)  employment  classifications  which  is  included  in  the  Special 
Occupational  Tabulations.  The  availability  of  minorities  and  women 
engineers  in  the  San  Francisco  Labor  Market  is  as  follows: 

Professional  (Engineering  only)  * 

Black  2.6%  Filipino  5.3% 

Hispanic  3.7%  Am.  Indian  0.4% 

Asian  14.9%  Women  5.7% 


Percentages  to  change  based  upon  the  publication  of  1990  U.S.  Census 
Labor  Force  data  applicable  to  the  San  Francisco  Area. 
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It  is  further  noted  that  the  City  and  County  of  San  Francisco  Civil  Service 
Commission  has  established  a city-wide  goal  of  6.7%  for  women  in  the  skilled 
craft  category  and  a city-wide  goal  of  25.3%  for  women  In  apprenticeship 
programs. 

Due  to  the  underrepresentation  of  women  in  the  skilled  craft  and 
service/maintenance  categories,  city-wide  as  well  as  within  PUC,  an  annual 
increase  of  1%  is  considered  significant  for  those  occupational  categories. 

Five-Year  Employment  Goal: 

It  is  the  five  (5)  year  goal  of  PUC  to  make  significant  progress  toward  the 
attainment  of  a workforce  which  is  at  parity  with  the  workforce  availability  of 
the  City  of  San  Francisco.  Although  the  goals  may  relate  only  to  a limited 
number  of  minorities  or  women,  it  Is  the  Public  Utilities  Commission's 
objective  to  ensure  equal  employment  opportunity  for  all. 

Short  Term  Goal  (Annual): 

It  is  the  short  term  goal  of  PUC  to  attain  annual  progress  which  is  measurable 
and  consistent  with  both  PUC  long  range  and  five  year  goals  as  listed  above. 

It  is  the  short  term  goal  period  in  which  PUC  managers  establish  the  annual 
goals  for  their  respective  departments,  division  or  bureaus  with  assistance 
from  AA/EEO  Unit  staff.  Managers  are  primarily  responsible  for  the 
attainment  of  their  annual,  good  Faith  goals  or  for  articulating  why  certain 
employment  goals  were  not  attained. 

Method  of  Establishing  Goals: 

Each  departmental  division  and  bureau  is  required  to,  on  an  annual  basis, 
evaluate  the  composition  of  their  respective  workforce  in  each  occupational 
category.  The  evaluation  focuses  on  the  representation  of  minorities  and 
women  in  each  occupational  category,  with  the  exception  of  Department  35 
(MUNI)  which  establishes  availability  by  job  category,  rather  than  by  overall 
laborforce  availability.  Wherever,  the  representation  of  specific  minorities 
and/or  women  is  below  100%  of  their  availability  in  the  San  Francisco  labor 
market  the  particular  protected  group  is  considered  to  be  underrepresented; 
regardless  of  the  number  of  persons  employed  in  the  relevant  occupational 
category.  PUC  division  and  bureau  managers,  based  on  any 
underrepresentation,  must  project  all  employment  activity  for  the  next  twelve 
(12)  month  period  in  those  occupational  categories  where 
underrepresentation  exists.  If  hiring  during  the  twelve  (12)  month  period  is 
projected,  managers  are  to  establish  good  faith  employment  goals  to 
correct  or  make  progress  toward  correcting  the  underrepresentation  of 
specific  minorities  and/or  women.  Employment  projections  include  but  are 
not  limited  to  turnover,  layoffs,  transfers,  promotions,  new  openings, 
retirements  and  availability  of  minorities  and  women  In  the  workforce  who 
possess  the  qualifications  for  employment. 
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Measuring  Goal  Progress: 


Goal  progress  pertaining  to  minorities  and/or  women  is  measured  by  occupational 
category  in  each  PUC  departmental  division  and  bureau.  Progress  is  also 
measured  by  occupational  category  in  each  PUC  department.  Progress  is 
measured  by  occupational  category  on  an  aggregate  PUC  wide  basis.  Lastly,  the 
PUC  workforce  is  presented  for  each  minority  group  and  women  by  current 
numerical  and  percentage  representation.  All  above  measurements  are  prepared 
and  distributed  on  an  annual  basis. 

Barriers  to  Goal  Attainment: 

It  should  be  noted  that  PUC,  departmental  hiring  goals  are  subject  to  adjustments  If 
required.  Such  adjustments  would  be  dictated  in  the  event  of  expansion  of 
programs  or  by  the  limitations  on  hiring  or  reduction  in  the  workforce  resulting  from 
budget  reductions.  Recognition  should  also  be  given  to  the  fact  that  it  may  take 
longer  to  correct  imbalance  in  occupational  categories  requiring  specialized 
education  and  professional  skills  than  it  will  in  other  categories. 

Employment  goals  as  established  are  not  to  be  construed  as  rigid  quotas  but  rather 
as  flexible  targets  for  which  every  good  faith  effort  will  be  made  to  attract,  employ 
and  promote  qualified  minorities  and  women  in  all  occupational  categories  where 
they  are  underrepresented. 
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UTILIZATION  ANALYSIS  OVERVIEW 


Utilization  Analysis  City  and  County  of  San  Francisco 

The  utilization  analysis  found  in  Section  II  of  this  update  analyzes  the  composition 
and  distribution  of  the  Public  Utilities  Commission  workforce  as  of  August  1,  1991. 
The  purpose  of  the  analysis  is  to  determine  existing  deficiencies  in  the 
representation  of  minorities  and  women  throughout  the  PUC. 

The  deficiencies  identified  in  the  PUC  update  direct  the  attention  of  department, 
division  and  bureau  managers  to  the  occupational  categories  where  special 
attention  and  emphasis  is  required  in  order  to  achieve  maximum  progress  toward 
the  attainment  of  PUC  short  and  long  term  employment  goals. 

The  analysis  provides  for  the  comparison  of  the  availability  of  individual  minority 
groups  and  women  in  the  San  Francisco  labor  market,  based  on  1980  census  data 
vs.  the  actual  representation  of  minorities  and  women  in  the  PUC  workforce  as  of 
August  1,  1991.  Deficiencies  in  the  data  determine  where  employment  goals  are 
to  be  established  to  correct  any  underrepresentation  of  minorities  and/or  women. 


Utilization  Analysis  Urban  MASS  Transit  Administration  (UMTA) 

The  Public  Utilities  Commission  is  responsive  to  two  affirmative  action  reporting 
responsibilities.  The  PUC  five  (5)  year  affirmative  action  plan  is  a City  and  County 
of  San  Francisco  departmental  plan.  The  plan  is  voluntary  and  is  in  compliance 
with  standards  as  established  by  the  Civil  Service  Commission,  City  and  County  of 
San  Francisco. 

The  second  affirmative  action  reporting  responsibility  applies  to  the  Municipal 
Railway  only.  Municipal  Railway,  as  a recipient  of  federal  grants  is  required  by  the 
Urban  Mass  Transit  Administration  (UMTA)  to  submit,  every  three  years  an 
affirmative  action  plan  update.  UMTA  guidelines  are  established  by  EEO  circular 
and  promulgated  to  comply  with  Title  VI  & VII  of  the  Civil  Rights  Act  of  1964.  UMTA 
funding  is  conditional  upon  a grant  applicant’s  EEO/Civil  Rights  compliance  with 
EEO  circular  4704.1. 

There  are  differences  between  the  PUC  general  Affirmative  Action  Plan  and  the 
required  UMTA  plan  (Municipal  Railway).  The  most  significant  difference  is  UMTA 
occupational  categorization  as  opposed  to  City  and  County  of  San  Francisco 
categorization.  UMTA  requires  that  transit  operators,  service  workers  and  laborers 
be  treated  as  separate  occupational  categories.  The  general  PUC  plan  combines 
these  three  occupations  into  the  Service/Maintenance  occupational  category  as 
established  by  the  Civil  Service  Commission.  Another  significant  difference  in 
categorization  is  that  UMTA  has  established  a category  for  supervisors.  A 
supervisor  category  does  not  exist  under  City  and  County  Affirmative  Action 
planning  and  reporting. 
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A difficulty  encountered  by  the  Bureau  of  Personnel  and  Training  in  developing 
two  utilization  reporting  formats  that  utilization  analysis  data  is  derived  from  the 
Personnel  Reporting  System  which  was  developed  to  be  responsive  to  City  and 
County  occupational  categorization,  planning  and  affirmative  action  reporting. 

Management  Information  Systems  and  the  Affirmative  Action  Unit  continue  to 
develop  an  electronic  method  of  issuing  reports  which  are  exclusively  responsive 
to  UMTA  guidelines.  While  an  UMTA  recording  and  reporting  format  has  not  been 
fully  computerized,  enhancements  continue  toward  that  end. 

Unfortunately,  progress  on  this  project  has  slowed  significantly  due  to  the 
separation  of  staff  from  the  AA/EEO  Unit. 
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SUMMARIES 


Employment  by  Department 

1990-91  Comparison  of  Employment  by  Department  (Graphs) 
Employment  by  Category  (Tables  and  Graphs) 

Goals  by  Department  for  Each  Job  Category 


. 


SUMMARY  OF  EMPLOYMENT  BY  DEPARTMENT 


As  of  August  1991 


DEPT.  32: 

WHITE 

BLACK 

HISP 

ASIAN 

FIL 

AMER.IND 

WOMEN 

MEN 

TOTAL 

173 

16 

10 

13 

7 

2 

30 

191 

% 

78 

7 

5 

6 

3 

1 

14 

86 

DEPT.  35: 

WHITE 

BLACK 

HISP 

ASIAN 

FIL 

AMER.IND 

WOMEN 

MEN 

TOTAL 

805 

1653 

395 

440 

272 

10 

524  3051 

% 

23 

46 

11 

12 

8 

0 

15 

85 

DEPT.  40: 

WHITE 

BLACK 

HISP 

ASIAN 

FIL 

AMER.IND 

WOMEN 

MEN 

TOTAL 

155 

65 

46 

144 

95 

4 

169 

340 

% 

30 

13 

9 

28 

19 

1 

33 

67 

DEPT.  47: 

WHITE 

BLACK 

HISP 

ASIAN 

FIL 

AMER.IND 

WOMEN 

MEN 

TOTAL 

319 

78 

68 

74 

47 

1 

123 

464 

% 

54 

13 

12 

13 

8 

0 

21 

79 

PUC  TOTAL 

1452 

1812  519 

671 

421 

17 

846  4046 

% 

30 

37 

11 

14 

9 

0 

17 

83 

DEPT.TOTAL: 

DEPT  32 

221 

(5%) 

DEPT  35 

3575 

(73%) 

DEPT  40 

509 

(10%) 

DEPT  47 

587 

(12%) 

PUC  TOTAL 

4892 

S.F. PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 

I 
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TOTAL  PUC  WORKFORCE  COMPARISON  1990-1991 


WHITE 

BLACK 

HISP. 

ASIAN 

FiL 

AMER.IND. 

WOMEN  MEN 

1990 

1515 

1798 

519 

623 

371 

65 

845 

4046 

% 

31% 

37% 

11% 

13% 

7% 

1% 

17% 

83% 

1991 

1452 

1812 

519 

671 

421 

17 

846 

4046 

% 

30% 

37% 

11% 

14% 

8% 

0% 

17% 

83% 

NUMERICAL 

LOSS/GAIN 

-63 

+ 14 

0 

+48 

+50 

-48 

+ 1 

0 

TOTAL  PUC  WORKFORCE  - AUGUST  1,  1991  4892 

TOTAL  PUC  WORKFORCE  - AUGUST  1 , 1 990  489 1 

NET  GAIN  IN  PUC  WORKFORCE  1 


i 
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BY  ETHNICITY  & SEX 


PERCENTAGE 


47 


WHITE  | HISPANIC  | FILIPINO  | WOMEN  i 

BLACK  ASIAN  AMER  iND  MEN 

1990-1991 


PERCENTAGES  CHANGES  ONLY 


-i  N3  Cj-J  -P-  c_n  O'i  >-J  Cu  LO  o 

ooooooooooo 
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EM  P LO’Y  M EN  I BY  KAC E AN  D S EX 

DEPT  32  (HETCHY)  - ALL  DIVISIONS 


F’ERC  ENT  AGE'S 


ONLY 


I 
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LO 

o 


Lp 
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i 
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WHITE  | HISPANIC  I FILIPINO  | WOMEN 

BLACK  ASIAN  AMER  IND  MEN 


PERCENTAGES  ONLY 


m 

<;" 

TJ 

r~ 

O 

m 

H 

CD 

-*( 

XI 

> 

o 

m 

> 

Q 

(/) 
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> 

oo 

o 
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OQ 

CD 


i 


50 
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SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  A - OFFICIALS/ADMINISTRATORS: 


AMER. 


WHITE 

BLACK 

HISP 

ASIAN 

FiL 

1ND. 

WOMEN  MEN 

DEPT.  32 

10 

0 

0 

0 

0 

0 

0 

10 

H.  Hetchy  % 

100 

0 

0 

0 

0 

0 

0 

100 

DEPT.  35 

33 

20 

4 

4 

0 

0 

6 

55 

MUNI  Railway  % 

54 

32 

7 

7 

0 

0 

10 

90 

DEPT.  40 

12 

2 

1 

0 

0 

0 

5 

10 

Bureaus  % 

80 

13 

7 

0 

0 

0 

33 

67 

DEPT.  47 

12 

3 

0 

1 

0 

0 

1 

15 

Water  % 

75 

19 

0 

6 

0 

0 

6 

94 

TOTAL 

67 

25 

5 

5 

0 

0 

12 

90 

% 

66 

24 

5 

5 

0 

0 

12 

88 

S.F.  Parity  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 
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BY  ETHNICITY  & SEX 


PERCENTAGE 


0 FFIC IAL/ADM I N ISTRATO  RS 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  B - PROFESSIONALS: 


DEPT.  32 

WHITE 

1 

BLACK 

0 

HISP 

0 

ASIAN 

0 

E1L 

0 

AMER. 

IND. 

0 

WOMEN  MEN 
1 0 

H.  Hetchy 

% 

100 

0 

0 

0 

0 

0 

100 

0 

DEPT.  35 

25 

4 

4 

5 

2 

0 

9 

31 

MUNI  Railway  % 

62 

10 

10 

13 

5 

0 

23 

78 

DEPT.  40 

47 

17 

11 

20 

19 

1 

38 

77 

Bureaus 

% 

41 

15 

9 

17 

17 

1 

33 

67 

DEPT.  47 

12 

0 

1 

8 

4 

0 

4 

21 

Water 

% 

48 

0 

4 

32 

16 

0 

16 

84 

TOTAL 

85 

21 

16 

33 

25 

1 

52 

129 

% 

47 

11 

9 

18 

14 

1 

29 

71 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 
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BY  ETHNICITY  & SEX 


PERCENTAGE 
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3 
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X 
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o 

X 
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X 
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PROFESSIONALS 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  BE  - PROFESSIONAL  ENGINEERS: 


DEPT.  32 

WHITE 

5 

BLACK 

0 

HISP 

1 

H.  Hetchy 

% 

56 

0 

11 

DEPT.  35 

9 

0 

1 

MUNI  Railway  % 

50 

0 

6 

DEPT.  40 

31 

4 

4 

Bureaus 

% 

28 

4 

4 

DEPT.  47 

11 

0 

2 

Water 

% 

48 

0 

9 

TOTAL 

56 

4 

8 

% 

35 

2 

5 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

ASIAN 

E1L 

AMER. 

IND. 

WOMEN  MEN 

3 

0 

0 

0 

9 

33 

0 

0 

0 

100 

4 

4 

0 

0 

18 

22 

22 

0 

0 

100 

53 

18 

0 

5 

105 

48 

16 

0 

5 

95 

8 

2 

0 

1 

22 

34 

9 

0 

4 

96 

68 

24 

0 

6 

154 

43 

15 

0 

4 

96 

15.3 

5 A 

0A 

45.2 

54.8 

56 


BY  ETHNICITY  & SEX 

HETCH  HETCHY  MUNI  VZW  BUREAUS  fyVI  WATER 


percentage 


PROFESSIONALS  (ENGRS) 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  C - TECHNICIANS. 


DEPT.  32 

WHITE 

3 

BLACK 

0 

HISP 

2 

ASIAN 

1 

F1L 

1 

AMER. 

IND. 

0 

WOMEN  MEN 
1 6 

H.  Hetchy 

% 

43 

0 

29 

14 

14 

0 

14 

86 

DEPT.  35 

5 

1 

0 

1 

2 

0 

1 

8 

MUNI  Railway  % 

56 

11 

0 

11 

22 

0 

11 

89 

DEPT.  40 

31 

12 

13 

24 

6 

2 

13 

75 

Bureaus 

% 

35 

14 

15 

27 

7 

2 

15 

85 

DEPT.  47 

31 

4 

7 

10 

7 

0 

16 

43 

Water 

°/o 

52 

7 

12 

17 

12 

0 

27 

73 

TOTAL 

70 

17 

22 

36 

16 

2 

31 

132 

% 

43 

10 

14 

22 

10 

1 

19 

81 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 

BY  ETHNICITY  & SEX 

HETCH  HETCHY  MUNI  BUREAUS  fWI  WATER 


PERCENTAGE 
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SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  D - PROTECTIVE  SERVICES: 


AMER. 

WHITE 

BLACK 

HISP 

ASIAN 

FIL 

IND. 

WOMEN  MEN 

DEPT.  32 

0 

0 

0 

0 

0 

0 

0 

0 

H.  Hetchy 

% 

0 

0 

0 

0 

0 

0 

0 

0 

DEPT.  35 

0 

0 

0 

0 

0 

0 

0 

0 

MUNI  Railway  % 

0 

0 

0 

0 

0 

0 

0 

0 

DEPT.  40 

2 

0 

0 

0 

0 

0 

0 

2 

Bureaus 

% 

100 

0 

0 

0 

0 

0 

0 

100 

DEPT.  47 

0 

0 

0 

0 

0 

0 

0 

0 

Water 

% 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

0 

100 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 
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BY  ETHNICITY  & SEX 


percentage 
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PROTECTIVE  SERVICES 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  E - PARA-PROFESSIONALS: 


DEPT.  32 

WHITE 

0 

BLACK 

0 

HISP 

0 

ASIAN 

0 

F!L 

0 

AMER. 

IND. 

0 

WOMEN  MEN 
0 0 

H.  Hetchy 

% 

0 

0 

0 

0 

0 

0 

0 

0 

DEPT.  35 

0 

0 

0 

0 

0 

0 

0 

0 

MUNI  Railway  % 

0 

0 

0 

0 

0 

0 

0 

0 

DEPT.  40 

0 

0 

0 

0 

0 

0 

0 

0 

Bureaus 

% 

0 

0 

0 

0 

0 

0 

0 

0 

DEPT.  47 

0 

0 

0 

1 

1 

0 

1 

1 

Water 

% 

0 

0 

0 

50 

50 

0 

50 

50 

TOTAL 

0 

0 

0 

1 

1 

0 

1 

1 

% 

0 

0 

0 

50 

50 

0 

50 

50 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 
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BY  ETHNICITY  & SEX 


PERCENTAGE 
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PARAPROFESSIONALS 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  F - OFFICE/CLERICAL 


DEPT.  32 

WHITE 

8 

BLACK 

2 

HISP 

1 

ASIAN 

2 

FJL 

2 

AMER. 

IND. 

0 

WOMEN  MEN 
13  2 

H.  Hetchy 

% 

53 

14 

7 

13 

13 

0 

87 

13 

DEPT.  35 

48 

59 

16 

21 

26 

0 

92 

78 

MUNI  Railway  % 

28 

35 

10 

12 

15 

0 

54 

45 

DEPT.  40 

18 

21 

15 

37 

36 

0 

93 

34 

Bureaus 

% 

14 

17 

12 

29 

28 

0 

73 

27 

DEPT.  47 

32 

29 

7 

19 

23 

1 

83 

28 

Water 

% 

29 

26 

6 

17 

21 

1 

75 

25 

TOTAL 

106 

111 

39 

79 

87 

1 

281 

142 

% 

25 

26 

9 

19 

21 

0 

66 

34 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 
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BY  ETHNICITY  & SEX 


PERCENTAGE 


65 


OFFICE/CLERICAL 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  G - SKILLED  CRAFTS: 


DEPT.  32 

WHITE 

100 

BLACK 

14 

HISP 

5 

ASIAN 

7 

FIL 

3 

AMER. 

IND. 

0 

WOMENMEN 
1 128 

H.  Hetchy 

% 

78 

11 

4 

5 

2 

0 

1 

99 

DEPT.  35 

297 

90 

107 

178 

92 

7 

18 

753 

MUNI  Railway  % 

38 

12 

14 

23 

12 

1 

2 

98 

DEPT.  40 

0 

0 

0 

0 

0 

0 

0 

0 

Bureaus 

% 

0 

0 

0 

0 

0 

0 

0 

0 

DEPT.  47 

152 

16 

30 

23 

7 

0 

12 

216 

Water 

% 

67 

7 

13 

10 

3 

0 

5 

95 

TOTAL 

549 

120 

142 

208 

102 

7 

31 

1097 

% 

49 

11 

12 

18 

9 

1 

3 

97 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 

66 


BY  ETHNICITY  5c  SEX 

HETCH  HETCHY  MUNI  BUREAUS  fVxl  WATER 


PERCENTAGE 
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SKILLED  CRAFTS 


SUMMARY  OF  EMPLOYMENT  BY  JOB  CATEGORY 
FOR  ALL  PUBLIC  UTILITIES  COMMISSION  DEPARTMENTS 
AS  OF  AUGUST,  1991 


CATEGORY  H - SERVICE/MAINTENANCE: 


DEPT.  32 

WHITE 

46 

BLACK 

0 

H1SP 

1 

ASIAN 

0 

F1L 

1 

AMER. 

IND. 

2 

WOMEN  MEN 
14  36 

H.  Hetchy 

% 

92 

0 

2 

0 

2 

4 

28 

72 

DEPT.  35 

388 

1479 

263 

227 

146 

3 

398 

2108 

MUNI  Railway  % 

15 

59 

11 

9 

6 

0 

16 

84 

DEPT.  40 

14 

9 

2 

10 

16 

1 

15 

37 

Bureaus 

% 

27 

17 

4 

19 

31 

2 

29 

71 

DEPT.  47 

69 

26 

21 

4 

3 

0 

5 

118 

Water 

% 

56 

21 

17 

3 

3 

0 

4 

96 

TOTAL 

517 

1514 

287 

241 

166 

6 

432 

2299 

% 

19 

55 

11 

9 

6 

0 

16 

84 

S.F.  Parity 

% 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

45.2 

54.8 
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BY  ETHNICITY  & SEX 

HETCH  HETCHY  I^Sl  MUNI  V//A  BUREAUS  (Vxl  WATER 


PERCENTAGE 
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SERVICE  MAINTENANCE  WORKERS 


SUMMARY  OF  ESTABLISHED  GOALS  BY  DEPARTMENT  FOR  EACH  JOB  CATEGORY 
1991  - 1992 


Dept.32  (Hetchy) 

Black 

Hisp.  Asian 

FiL 

'Non- 

Specific 

Women 

Officials/Admin. 

1 

Professionals 

1 

Engineers 

1 

_ 

Technicians 

Z X 

1 

Office/Clerical 

2 

Skilled  Crafts 

X X 

1 

X 

Service/Maint. 

— — 

— 

JL 

— 

TOTAL 

0 

1 2 

0 

8 

1 

Dept.35  (Muni) 

’Non- 

Black 

Hisp. 

Asian 

FiL 

Specific 

Women 

Officials/Admin. 

3 

Professionals 

3 

Engineers 

1 

Technicians 

JL 

Office/Clerical 

2 

X 

Skilled  Crafts 

X 

Service/Maint. 

— 

X 

]2_ 

X 

— 

YL 

TOTAL 

0 

8 

14 

5 

9 

19 

Deot.40  (Bureaus) 

Black 

Hisp. 

Asian 

FiL 

*Non- 

Specific 

Women 

Officials/Admin. 

JL 

2 

1 

Professionals 

A. 

3 

Engineers 

1 

Technicians 

X 

X 

X 

2 

Protective  Svcs 
Office/Clerical 

- 

X 

X 

- 

X 

JL 

Service/Maint. 

— 

— 

— 

— 

TOTAL 

1 

2 

2 

0 

8 

8 

Dept.47  (Water) 

Black 

Officials/Admin.  _ 

Professionals 

Engineers  _ 

Technicians  _ 

Office/Clerical 

Paraprofessionals 

Skilled  Crafts  J_ 

Service/Maint. 

TOTAL  1 
PUC  TOTAL  _2_ 


Hisp. 

Asian 

FiL 

’Non- 

Specific 

Women 





__ 

2 



3 

4 

— 

X 

1 

_ 

_2_ 

_ 

— 

1 

— 

3 

— 

— 

— 

— 

— 

— 

— 

T 

i 

2 

1 

iil* 

1 

i 

1 

— 

0 

4 

1 

17 

1 

JL 

22 

_6_ 

42 

29_ 

Potential  vacancy.  Goal(s)  to  hire  an  unspecified  minority  and/or  woman  has 
been  established 
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GOALS  AND  TIMETABLES  GUIDE 


The  following  Section  presents  current  employment  composition  for  all 
employment  categories  within  the  Public  Utilities  Commission  based  on 
ethnic  categories  and  gender.  Also,  listed  are  employment  goals 
which  have  been  established  for  the  forthcoming  year. 

To  assist  in  reviewing  department,  division  and  bureau  employment 
goals,  the  following  guide  is  provided: 

X The  specific  ethnic  group/women  are  at  parity  and 
therefore,  no  goal  has  been  established  for  this 
employment. 

O The  specific  ethnic  group/women  are  below  parity  in 
relation  to  workforce  availability.  However,  for  various 
reasons,  no  goal  is  established. 

# Underrepresentation  exists,  a numeric  goal  is  established. 

In  those  instances  where  all  minority  groups  or  women  are 
either  underrepresented  or  not  represented  at  all,  a 
non-specific  goal  is  established. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


Department:  32  (Hetch  Hetchy) 

Hetch  Hetchy  has  three  divisions.  These  are: 

01  - Administration;  Bureau  of  Heat,  Power  and  Light,  San  Francisco 

02  - Project  Operations,  Tuolomne  County 

03  - Transit  Power,  San  Francisco 

Although  funded  by  Hetchy  Hetchy,  Transit  Power  personnel  reports  to  the 
Municipal  Railway.  Thus,  goal  establishment  and  AA  monitoring  functions  for 
Transit  Power  are  carried  out  by  MUNI  and  Transit  Power  Management. 

Most  operative  projects  are  located  in  Moccasin,  California  (Tuolumne 
County).  Approximately  two-thirds  of  all  Hetchy  Hetchy  personnel  are 
employed  at  Moccasin.  Transit  power,  the  Bureau  of  Light,  Heat  and  Power, 
and  Hetch  Hetchy  administrative  functions  are  located  in  San  Francisco.  The 
following  compares  San  Francisco  and  Tuolomne  County  labor  markets 
(availability)  by  ethnicity  and  sex. 

Tuolumne  County: 


ASIAN/PAC  AMER.  IND. 

WHITE  BLACK  HISPANIC  ISLANDER  FILIPINO  ALASK.  NAT.  WOMEN  MEN 

94.25  .10  3.56  .76  1.30  40.0  60.0 

Including 
Filipino 


San  Francisco: 


ASIAN/PAC 

WHITE  BLACK  HISPANIC  ISLANDER  FILIPINO 


AMER.  IND. 

ALASK.  NAT.  WOMEN  MEN 


57.5  9.9  11.2  15.3 


5.4  0.4 


45.2  54.8 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 01  (Administration) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

3 

0 

0 

0 

0 

0 

3 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

3 

0 

0 

0 

0 

0 

3 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

3 

0 

0 

0 

0 

0 

3 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

3 

0 

0 

0 

0 

0 

3 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

==— ==S 

0 

0 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the 
Officials/Administrators  Category  during  the  1990-1991  Affirmative  Action  Program 
Year;  as  such,  no  employment  goals  were  established.  The  Division  does  not 
anticipate  any  employment  opportunities  in  this  category  for  the  year  1991-1992. 
No  goals  are  established.  As  of  August  1,  1991,  all  protected  groups  are 
unrepresented.  It  is  noted  that  there  are  only  three  positions  within  the 
Officials/Administrators  Category  in  Division  01. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 01  (Administration) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

1 

0 

0 

0 

0 

0 

1 100 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

1 

0 

0 

0 

0 

0 

1 100 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

=5  “ “ SS = =S  BS  =!  = = SS 

X 

0 

0 

0 

0 

X 

X 

=========== 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the  Professionals 
Category  during  the  1990-1991  Affirmative  Action  Program  Year.  As  such,  no 
employment  goals  were  established  and  there  were  changes  in  the  category. 
The  Division  does  not  anticipate  any  employment  opportunities  in  this  category  for 
the  year  1991-1992.  Therefore,  no  goals  are  established.  It  is  also  noted  that  there 
is  presently  one  position  in  Professionals  Category.  The  position  is  filled  by  a White 
woman. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 01  (Administration) 

JOB  CATEGORY:  B (Professional  Engineers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

6 

0 

1 

2 

0 

0 

9 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

6 

0 

1 

2 

0 

0 

9 

% 

67 

0 

11 

22 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

X 

X 

* 

X 

* 

RESULTS: 

-1 

0 

0 

+ 1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

5 

0 

1 

3 

0 

0 

9 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

5 

0 

1 

3 

0 

0 

9 

% 

56 

0 

11 

33 

0 

0 

100 

91-92  GOALS: 

X 

===:=== 

* 

X 

X 

= = = = = = = =3 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 73.0  2.6  3.7  14.9  5.3  0.3  WOMEN  5.7 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Filipino  or  woman 
in  the  Engineering  Category  during  the  1990-1991  Affirmative  Action  Program 
Year.  The  unspecified  goal  was  not  achieved.  However,  the  Division  did  attain  an 
affirmative  action  hire  through  the  employment  of  an  Asian  male.  It  is  noted  that 
no  qualified  Blacks,  Filipinos  or  women  were  available  in  the  applicant  pool.  The 
Division  anticipates  one  vacancy  during  the  year  1991-1992  in  the  Engineering 
Category;  as  such,  an  unspecified  goal  to  employ  a Black,  Filipino  or  woman  is 
established.  Meeting  the  goal  is  dependent  upon  the  above  mentioned  groups 
being  reachable  on  the  Civil  Service  Eligibility  List. 

As  of  August  1,  1991,  Blacks,  Filipinos  and  women  are  unrepresented  in  this 
category.  Hispanics  and  Asians  are  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 01  (Administration) 
JOB  CATEGORY:  C (Technicians) 


G 1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

1 

3 

0 

2 

0 

8 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

1 

3 

0 

2 

0 

8 

% 

25 

13 

37 

0 

25 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X X 

0 

X 

X 

0 

RESULTS: 

0 

-1  -1 

0 

-1 

0 

0 

AUG  1991 

WHITE 

BLACK  HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 2 

0 

1 

0 

5 

100 

WOMEN 

0 

0 0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 2 

0 

1 

0 

5 

% 

40 

0 40 

0 

20 

0 

100 

91-92  GOALS: 

X 

* X 

1 

X 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5 A 0.4  WOMEN  45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the  Technicians 
Category  during  the  1990-1991  Affirmative  Action  Program  Year;  as  such,  no  goals 
were  established.  During  the  1990-1991  Affirmative  Action  Program  Year,  the 
division  lost  a Black,  Asian  and  a Filipino.  These  three  employees  were 
Engineering  Interns  who  went  on  to  permanent  employment  opportunities  outside 
the  City  and  County  of  San  Francisco.  As  stated,  in  the  1989-1990  PUC  update, 
Division  01  participates  in  a cooperative  effort  with  the  University  of  Pacific  which 
provides  students  six  months  of  engineering  experience  with  Hetch  Hetchy.  The 
fluctuations  in  gains  and  losses  from  year  to  year  in  the  Technicians  Category  is 
expected  due  to  the  length  of  the  program.  Of  note  is  the  significant  number  of 
minorities  participating  in  this  Co-op  program. 

The  Division  is  assured  of  one  vacancy  and  perhaps  two  during  the  year 
1991-1992.  The  Division  establishes  a goal  to  employ  one  Asian  and  an 
unspecified  goal  to  employ  a Black  or  woman  pending  their  availability.  As  of 
August  1,  1991,  Blacks,  Asians  and  women  are  unrepresented.  Hispanics  and 
Filipinos  are  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 01  (Administration) 

JOB  CATEGORY:  F (Office/Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 0 

WOMEN 

1 

2 

0 

2 

0 

0 

5 100 

TOTAL 

1 

2 

0 

2 

0 

0 

5 

% 

20 

40 

0 

40 

0 

0 

100 

90-91  GOALS: 

X 

X 

0 

X 

0 

X 

WOMEN 

X 

RESULTS:  0 0 0 0 0 0 0 


AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 0 

WOMEN 

1 

2 

0 

2 

0 

0 

5 100 

TOTAL 

1 

2 

0 

2 

0 

0 

5 

% 

20 

40 

0 

40 

0 

0 

100 

91-92  GOALS: 

X 

X 

i i 

ii  i 

1 i 

n i 

ii  * i 

i i 

i i 

i i 

X 

======= 

* 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year  in  the  Office/Clerical  Category;  and  as  such,  no 
goals  were  established.  There  were  no  changes  affecting  the  Office/Clerical 
Category  during  the  year.  The  Division  projects  the  possibility  of  one  vacancy  in 
the  category,  and  establishes  an  unspecified  goal  to  employ  a Hispanic  or  a 
Filipino  during  the  1991-1992  Affirmative  Action  Program  Year.  As  of  August  1, 
1991,  Hispanics  and  Filipinos  are  unrepresented.  Blacks  and  Asians  are  well 
above  parity  in  the  Office/Clerical  Category. 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 02  (Project  Operations) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

5 

0 

0 

0 

0 

0 

5 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

5 

0 

0 

0 

0 

0 

5 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 " 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

5 

0 

0 

0 

0 

0 

5 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

5 

0 

0 

0 

0 

0 

5 

% 

100 

0 

seesessesss! 

0 

ESSSSSSSS! 

0 

0 

0 

100 

=========== 

91-92  GOALS:  X 0 0 0 0 X 0 


S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

WOMEN  45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year  in  this  category;  as  such,  no  goals  were 
established.  There  were  no  changes  affecting  the  Officials/Administrators 
Category  during  the  year.  While  protected  minorities  and  women  are  not 
represented,  no  vacancies  are  expected;  therefore,  no  goals  are  established  for 
the  1991-1992  Affirmative  Action  Program  Year. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 02  (Project  Operations) 
JOB  CATEGORY:  C (Technicians) 

AUG  1990  WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN  0 

0 

0 

0 

0 

0 

0 

0 

WOMEN  0 

0 

0 

0 

0 

0 

0 

0 

TOTAL  0 

0 

0 

0 

0 

0 

0 

% 0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 


90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

+ 1 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

0 

0 

1 

0 

0 

1 

100 

TOTAL 

0 

0 

0 

1 

0 

0 

1 

% 

0 

0 

0 

100 

0 

0 

100 

91-92  GOALS: 

X 

0 

0 

X 

0 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  C U WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  this  category  during 
the  1990-1991  Affirmative  Action  Program  Year.  A gain  of  one  Asian  woman  is 
listed  in  this  category.  However,  this  apparent  gain  was  due  to  a correction  in  the 
data  base.  Since  no  vacancies  are  anticipated,  goals  are  not  established  for  this 
one  person  category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 02  (Project  Operations) 
JOB  CATEGORY:  F (Office /Clerical) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 0 

WOMEN 

7 

0 

0 

0 

0 

0 

7 100 

TOTAL 

7 

0 

0 

0 

0 

0 

7 

% 

100 

0 

0 

0 

0 

0 

0 100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

0 

0 

0 

0 

+ 1 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

1 

0 

1 13 

WOMEN 

7 

0 

0 

0 

0 

0 

7 87 

TOTAL 

7 

0 

0 

0 

1 

0 

8 

% 

87 

0 

0 

0 

13 

0 

100 

91-92  GOALS: 

X 

0 

o j 
i 
i 
i 

0 

i ii 

i ii 

i n 

X 1 

1 1 

1 1 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  this  category  during 
the  1990-1991  Affirmative  Action  Program  Year;  as  such,  no  goals  were 
established.  However,  the  Division  did  attain  an  affirmative  action  gain  through 
the  employment  of  a Filipino.  The  Division  does  not  anticipate  any  employment 
opportunities  during  the  1991-1992  Affirmative  Action  Program  Year;  no  goals  are 
established. 

As  of  August  1,  1991,  Blacks,  Hispanics  and  Asians  are  unrepresented.  Filipinos 
are  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 02  (Project  Operations) 
JOB  CATEGORY:  G (Skilled  Crafts) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

73 

2 

3 

1 

0 

0 

79  99 

WOMEN 

1 

0 

0 

0 

0 

0 

1 1 

TOTAL 

74 

2 

3 

1 

0 

0 

80 

% 

92 

3 

4 

1 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

* 

* 

X 

* 

RESULTS: 

+2 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

75 

2 

3 

1 

0 

0 

81  99 

WOMEN 

1 

0 

0 

0 

0 

0 

1 1 

TOTAL 

76 

2 

3 

1 

0 

0 

82 

% 

92 

3 

4 

1 

0 

0 

100 

91-92  GOALS: 

X 

* 

* 

* 

* 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

54 

0.4  WOMEN  6.7 

AA  Narrative: 

The  Division  did  not  project  any  employment  activity  in  this  category  during  the 

1990- 1991  Affirmative  Action  Program  Year;  as  such,  no  goals  were  established. 
However,  there  was  an  increase  in  the  Skilled  Crafts  Category  of  two  White  males. 
All  other  minorities  and  women  stayed  constant.  Based  on  parity  figures  for 
Tuolomne  County,  minorities  are  at  parity,  but  are  underrepresented  according  to 
S.F.  availability.  Although,  minimal  employment  activity  is  expected  for  the 

1991- 1992  Affirmative  Action  Program,  an  unspecified  goal  to  employ  a woman  or 
a protected  minority  is  established  contingent  on  the  availability  of  qualified 
candidates. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 02  (Project  Operations) 

JOB  CATEGORY:  H (Service /Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

31 

0 

1 

0 

0 

2 

34 

69 

WOMEN 

15 

0 

0 

0 

0 

0 

15 

31 

TOTAL 

46 

0 

1 

0 

0 

2 

49 

% 

94 

0 

2 

0 

0 

4 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

* 

* 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

32 

0 

1 

0 

0 

2 

35 

71 

WOMEN 

14 

0 

0 

0 

0 

0 

14 

29 

TOTAL 

46 

0 

1 

0 

0 

2 

49 

% 

94 

0 

2 

0 

0 

4 

100 

91-92  GOALS: 

X 

* 

* 

* 

* 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5 A 

0.4  WOMEN 

45.2 

A A Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Asian, 
Filipino  or  woman  in  this  category  during  the  1990-1991  Affirmative  Action 
Program  Year.  There  was  no  employment  activity  during  the  year  and  in  fact  a 
woman  was  lost.  An  unspecified  goal  to  employ  any  protected  minority  group 
member  or  women  is  established  for  the  1991-1992  Affirmative  Action  Program 
Year. 

As  of  August  1,  1991,  Hispanics  and  women  are  underrepresented.  Blacks,  Asians 
and  Filipinos  are  unrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 03  (Transit  Power) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

0 

0 

0 

2 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

* 

* 

X 

* 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

0 

0 

0 

2 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

* 

* 

* 

* 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


A A Narrative: 

An  unspecified  goal  to  employ  a protected  minority  or  woman  during  the 
1990-1991  Affirmative  Action  Program  Year  was  established.  The  unspecified  goal 
was  not  attained.  The  Division  does  not  project  any  employment  activity  during 
the  1991-1992  Affirmative  Action  Program  Year.  However,  should  a vacancy 
occur,  the  Division  establishes  an  unspecified  goal  to  employ  a protected  minority 
or  woman  dependent  upon  their  availability. 

As  of  August  1,  1991,  all  protected  minorities  and  women  are  unrepresented.  It  is 
noted  that  there  are  only  two  positions  within  the  Officials/Administrators  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 03  (Transit  Power) 

JOB  CATEGORY:  C (Technicians) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

— - 

=-= 

icessse 

91-92  GOALS: 

X 

0 

0 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

There  were  no  goals  established  for  this  category  during  the  1990-1991  Affirmative 
Action  Program  Year;  and  as  such,  there  are  no  anticipated  vacancies  for  this  one 
person  category  during  the  1991-1992  Affirmative  Action  Program  Year.  Should  a 
vacancy  occur,  the  Division  will  attempt  to  make  an  affirmative  action  gain 
through  the  employment  of  a protected  minority  or  a woman. 


I 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 03  (Transit  Power) 

JOB  CATEGORY:  F (Office/Clerical) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

* 

X 

X 

* 

RESULTS: 

0 

0 

+ 1 

0 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

50 

WOMEN 

0 

0 

1 

0 

0 

0 

1 

50 

TOTAL 

0 

0 

1 

0 

1 

0 

2 

% 

0 

0 

50 

0 

50 

0 

100 

91-92  GOALS: 

X 

* 

X 

• 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Asian  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was 
attained  through  the  employment  of  a Hispanic  woman.  Although,  no  vacancies 
are  anticipated;  an  unspecified  goal  is  established  to  employ  a Black  or  Asian 
during  the  1991-1992  Affirmative  Action  Program  Year. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 32  - 03  (Transit  Power) 

JOB  CATEGORY:  G (Skilled  Crafts) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

22 

12 

2 

6 

3 

0 

45 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

22 

12 

2 

6 

3 

0 

45 

% 

49 

27 

4 

13 

7 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

1 

0 

X 

X 

0 

RESULTS: 

+2 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

24 

12 

2 

6 

3 

0 

47 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

24 

12 

2 

6 

3 

0 

47 

% 

51 

26 

4 

13 

6 

0 

100 

91-92  GOALS: 

X 

X 

1 

1 

X 

X 

1 

S.F.  AVAILABILITY 
JOB  CTGRY  % 57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

WOMEN  6.7 

AA  Narrative: 

The  Division  established  a goal  to  employ  a Hispanic  during  the  1990-1991 
Affirmative  Action  Program  Year.  The  goal  was  not  attained.  The  Division 
establishes  a goal  to  employ  one  Hispanic,  one  Asian  and  one  woman  during  the 
1991-1992  Affirmative  Action  Program  Year  based  on  the  availability  of 
candidates  for  each  of  the  respective  groups  listed  above. 

As  of  August  1,  1991,  Hispanics  and  Asians  are  underrepresented.  Women  are 
unrepresented. 


I 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


> DEPT  - 32  - 03  (Transit  Power) 


JOB  CATEGORY:  H (Service/Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

X 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

91-92  GOALS: 

SSBSSBZSSSSS 

ii 

ii 

n 

x I! 

II 

ii 

ii 

o H 
ii 
ii 

0 

0 

II 

II 

II 

x 8 

II 

11 

II 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  anticipate  any  employment  activity  in  this  category  during  the 
1990-1991  Affirmative  Action  Program  Year;  as  such,  no  goals  were  established. 
No  changes  occurred  during  the  year. 

There  is  no  expected  turnover  in  this  one  person  category  during  the  1991-1992 
Affirmative  Action  Program  Year.  Should  a vacancy  occur,  the  Division  will 
attempt  to  hire  a protected  group  member. 


i 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

23 

14 

4 

2 

0 

0 

43 

93 

WOMEN 

2 

1 

0 

0 

0 

0 

3 

7 

TOTAL 

25 

15 

4 

2 

0 

0 

46 

% 

54 

32 

9 

4 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

1 

1 

1 

X 

1 

RESULTS: 

-1 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

22 

14 

4 

2 

0 

0 

42 

93 

WOMEN 

2 

1 

0 

0 

0 

0 

3 

7 

TOTAL 

24 

15 

4 

2 

0 

0 

45 

% 

53 

33 

9 

4 

0 

0 

100 

91-92  GOALS: 

X 

====== 

X 

* 

* 

* 

X 

========== 

* 

===== 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  14.1  5.4  0.38  WOMEN  39.0 


AA  Narrative: 

The  Division  established  goals  to  employ  one  Hispanic,  one  Asian,  one  Filipino  and 
one  woman  in  this  category  during  the  1990-1991  Affirmative  Action  Program 
Year.  The  goals  were  not  attained  and  the  Division  in  fact  lost  a White  male. 
Employment  activity  during  the  1991-1992  Affirmative  Action  Program  is  expected 
to  be  minimal.  A possible  freeze  on  the  Transit  Manager  I and  II  lists  may  affect 
Affirmative  Action  progress  in  this  category.  However,  the  Division  establishes  an 
unspecified  goal  to  employ  a Hispanic,  Asian,  Filipino  or  woman  in  the  event  of 
any  employment  opportunities  during  the  year. 

As  of  August  1,  1991,  Hispanics,  Asians  and  women  are  underrepresented. 
Filipinos  are  unrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 

JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

9 

0 

1 

4 

1 

0 

15 

79 

WOMEN 

3 

0 

0 

0 

1 

0 

4 

21 

TOTAL 

12 

0 

1 

4 

2 

0 

19 

% 

63 

0 

5 

21 

11 

0 

100 

WOMEN 

90-91  GOALS: 

X 

1 

0 

X 

X 

X 

0 

RESULTS: 

-2 

+ 1 

+ 1 

-1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

7 

1 

2 

3 

1 

0 

14 

79 

WOMEN 

3 

0 

0 

0 

1 

0 

4 

21 

TOTAL 

10 

1 

2 

3 

2 

0 

18 

% 

55 

6 

11 

17 

11 

0 

100 

91-92  GOALS: 

X 

* 

i 

i 

i 

i 

x ! 

ii 

ii 

ii 

El 

X 11 

* II 

II 

X 

ii 

ii 

ii 

ii 

ii 

x 11 

ii 

=====£=; 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.38  WOMEN  39.0 


AA  Narrative: 

The  Division  established  a goal  to  employ  a Black  in  this  category  during  the 
1990-1991  Affirmative  Action  Program  Year.  The  goal  was  attained.  The  Division 
also  made  an  affirmative  gain  through  the  employment  of  a Hispanic  which  brings 
Hispanics  to  parity  in  the  Professional  Category.  It  is  noted  that  an  Asian  was  lost 
during  the  year;  Asians  remain  above  parity. 

Minimal,  If  any,  employment  activity  is  anticipated  for  the  1991-1992  Affirmative 
Action  Program  Year.  However,  the  Division  establishes  an  unspecified  goal  to 
employ  a Black  or  woman  during  the  year. 

As  of  August  1,  1991,  Blacks  and  women  are  underrepresented;  all  other 
protected  groups  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 

JOB  CATEGORY:  C (Technicians) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

1 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

1 

0 

0 

0 

0 

1 

% 

0 

100 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

-1 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

91-92  GOALS: 

X 

0 

0 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

5.7 

11.9 

5.4 

0.32  WOMEN 

43.0 

AA  Narrative: 

This  category  consists  of  one  seasonal  summer  internship  (5380  Student  Engineering 
Trainee).  The  position  was  not  filled  this  year,  and  the  decision  on  whether  to  utilize 
the  internship  will  be  made  from  year  to  year.  Therefore,  no  goal  Is  established. 


90 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 

JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

18 

17 

5 

7 

5 

0 

52 

46 

WOMEN 

16 

27 

6 

4 

7 

0 

60 

54 

TOTAL 

34 

44 

11 

11 

12 

0 

112 

% 

30 

39 

10 

10 

11 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

0 

2 

X 

X 

X 

RESULTS: 

-1 

-3 

-1 

0 

0 

0 

-3 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

18 

15 

5 

7 

5 

0 

50 

47 

WOMEN 

15 

26 

5 

4 

7 

0 

57 

53 

TOTAL 

33 

41 

10 

11 

12 

0 

107 

% 

31 

38 

10 

10 

11 

0 

100 

91-92  GOALS: 

X 

X 

1 

1 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 54.3  10.6  11.2  14.7  7.8  0.33  WOMEN  66.8 


AA  Narrative: 

The  Division  established  a goal  to  employ  two  (2)  Asians  in  this  Category  during 
the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was  not  attained;  in  fact, 
the  Division  lost  one  White,  three  Blacks,  and  one  Hispanic  during  the  year.  The 
Division  establishes  a goal  to  employ  one  Hispanic  and  one  Asian  during  the 
1991-1992  Affirmative  Action  Program  Year  in  the  Office/Clerical  Category. 

As  of  August  1,  1991,  only  Hispanics  and  Asians  remain  slightly  underrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 

JOB  CATEGORY:  H (Transit  Supervisors) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

50 

85 

5 

11 

9 

0 

160 

86 

WOMEN 

9 

14 

1 

2 

0 

0 

26 

14 

TOTAL 

59 

99 

6 

13 

9 

0 

186 

% 

32 

53 

3 

7 

5 

0 

100 



__ 

WOMEN 

90-91  GOALS: 

X 

X 

1 

1 

X 

X 

1 

RESULTS: 

0 

-2 

+ 1 

-2 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

50 

83 

6 

9 

9 

0 

157 

86 

WOMEN 

9 

14 

1 

2 

0 

0 

26 

14 

TOTAL 

59 

97 

7 

11 

9 

0 

183 

% 

32 

53 

4 

6 

5 

0 

100 

91-92  GOALS: 

X 

X 

1 

1 

X 

X 

1 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

10.2 

8.0 

14.4 

6.4 

0.11 

WOMEN 

24.5 

AA  Narrative: 

The  Division  established  goals  to  employ  one  Hispanic,  one  Asian,  and  one 
woman  in  this  category  during  the  1990-1991  Affirmative  Action  Program  Year. 
The  goals  were  met  in  part,  through  the  employment  of  one  Hispanic.  However, 
two  (2)  Blacks  and  two  (2)  Asians  were  lost  during  the  year.  The  Division 
establishes  goals  to  employ  one  Hispanic,  one  Asian,  and  one  woman  during  the 
1991-1992  Affirmative  Action  Program  Year. 

As  of  August  1,  1991,  Hispanics,  Asians,  Filipinos  and  women  are  underrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 

JOB  CATEGORY:  H (Transit  Operators) 

AUG  1990  WHITE  BLACK  HISPANIC  ASIAN  FILIPINO  AMER.1ND  TOTAL  % 


MEN 

288 

1025 

182 

161 

82 

44 

1782 

85 

WOMEN 

44 

243 

26 

2 

3 

0 

318 

15 

TOTAL 

332 

1268 

208 

163 

85 

44 

2100 

% 

16 

60 

10 

8 

4 

2 

100 

WOMEN 

90-91  GOALS: 

X 

X 

5 

10 

5 

X 

12 

RESULTS: 

-41 

+ 16 

+6 

+22 

+33 

-43 

+12 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

256 

1022 

186 

183 

116 

0 

1763 

84 

WOMEN 

35 

262 

28 

2 

2 

1 

330 

16 

TOTAL 

291 

1284 

214 

185 

118 

1 

2093 

% 

14 

62 

10 

9 

4 

1 

100 

91-92  GOALS: 

X 

X 

5 

10 

5 

X 

12 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

54.6 

19.8 

11.2 

15.3 

5.4 

0.7 

WOMEN 

31.4 

AA  Narrative: 

The  Division  established  goals  to  employ  five  Hispanics,  ten  Asians,  five  Filipinos 
and  twelve  women  in  the  category  during  the  1990-1991  Affirmative  Action 
Program  Year.  For  the  third  straight  Affirmative  Action  Plan  Year,  the 
Transportation  Division  has  met  or  exceeded  goals  for  the  Transit  Operator 
Category.  Staff  of  the  Bureau  of  Personnel  and  Training  noted  and  corrected 
errors  in  the  data  base  for  43  employees.  This  resulted  in  a reduction  in  the 
American  Indian  representation;  but  increased  the  representation  of  Filipinos  by 
thirty-three  (33)  employees. 

As  of  August  1,  1991,  Hispanics,  Asians,  Filipinos  and  women  are 

underrepresented.  The  Division  establishes  a goal  to  employ  five  (5)  Hispanics; 
ten  (10)  Asians;  five  (5)  Filipinos  and  twelve  (12)  women  during  the  1991-1992 
Affirmative  Action  Program  Year. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 01  (Transportation) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

90-91  GOALS: 

RESULTS: 

0 

0 

0 

0 

+T 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

91-92  GOALS: 

X 

0 

0 

0 

X 

X 

0 

====== 

S.F.  AVAILABILITY 

JOB  CTGRY  % 54.3  10.6  11.2  14.7  7.8  0.33  WOMEN  66.8 


A A Narrative: 

A single  position  in  the  Service/Maintenance  Category  was  added  this  year.  A 
Filipino  male  (7454  Traffic  Signal  Operator)  was  hired  on  a seniority  basis.  No 
goals  are  established  for  the  1991-1992  Affirmative  Action  Program  Year. 


i 


94 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 02  (Admlnistratlon/Enaineerina) 
JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

4 

2 

0 

0 

0 

0 

6 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

4 

2 

0 

0 

0 

0 

6 

% 

67 

33 

0 

0 

0 

0 

100 

=S=BSSSS3BS= 



BBSBSBBBB 

======= 

======== 

========== 

:=========== 

WOMEN 

90-91  GOALS: 

X 

X 

* 

* 

* 

X 

* 

RESULTS 

+ 1 

+ 1 

0 

+ 1 

0 

0 

+2 

============ 

====== 

=3===== 

SSBBBBBBS 

======= 

======== 

========== 

=========== 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

4 

2 

0 

1 

0 

0 

7 77 

WOMEN 

1 

1 

0 

0 

0 

0 

2 23 

TOTAL 

5 

3 

0 

1 

0 

0 

9 

% 

55 

33 

0 

11 

0 

0 

100 

91-92  GOALS: 

X 

X 

* 

• 

• 

X 

• 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  6.1  14.1  5 A 0 A WOMEN  39.0 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  either  a Hispanic,  Asian, 
Filipino  or  woman  in  this  Category  during  the  1990-1991  Affirmative  Action  Program 
Year.  The  Division  surpassed  the  goal  through  the  employment  of  one  Asian  and  two 
women.  Another  affirmative  action  gain  was  attained  through  the  employment  of  a 
Black.  The  Division  is  expecting  minimal  employment  opportunities  during  the 
1991-1992  Affirmative  Action  Program  Year  and  establishes  an  unspecified  goal  to 
employ  a Hispanic,  Asian,  Filipino  or  woman. 

As  of  August  1,  1991,  Asians  and  women  are  underrepresented.  Hispanics  and 
Filipinos  are  unrepresented.  Blacks  are  well  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 02  (Administration/Enaineerina) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

8 

1 

1 

0 

0 

0 

10 

71 

WOMEN 

3 

1 

0 

0 

0 

0 

4 

29 

TOTAL 

11 

2 

1 

0 

0 

0 

14 

% 

79 

14 

7 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

0 

0 

1 

X 

0 

RESULTS: 

+2 

-1 

0 

0 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

9 

0 

1 

0 

0 

0 

10 

67 

WOMEN 

4 

1 

0 

0 

0 

0 

5 

33 

TOTAL 

13 

1 

1 

0 

0 

0 

15 

% 

86 

7 

7 

0 

0 

0 

100 

91-92  GOALS: 

X 

* 

* 

* 

* 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  14.1  .32  .38  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  a Filipino  in  this  Category  during  the 
1990-1991  Affirmative  Action  Program  Year.  The  goal  was  not  attained.  However, 
an  affirmative  action  gain  was  attained  through  the  employment  of  a woman. 
During  the  year  two  Whites  and  one  Black  were  lost.  Although,  the  Division  does 
not  project  any  employment  opportunities  during  the  1991-1992  Affirmative  Action 
Program  Year;  an  unspecified  goal  is  established  to  employ  a protected  minority 
and/or  a woman. 

As  of  August  1,  1991,  Blacks,  Hispanics  and  women  are  underrepresented.  Asians 
and  Filipinos  are  unrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  -35-02  (Administration/Enaineerina) 
JOB  CATEGORY:  BE  (Professional  Engineers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

9 

0 

1 

4 

4 

0 

18 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

9 

0 

1 

4 

4 

0 

18 

% 

50 

0 

6 

22 

22 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

X 

0 

X 

1 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

9 

0 

1 

4 

4 

0 

18 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

9 

0 

1 

4 

4 

0 

18 

% 

50 

0 

6 

22 

22 

0 

100 

91-92  GOALS: 

X 

* 

X 

X 

X 

X 

• 

S.F.  AVAILABILITY 

JOB  CTGRY  % 73.0  2.6  3.7  14.9  5.3  0.3  WOMEN  5.7 


AA  Narrative: 

The  Division  established  a goal  to  employ  one  woman  in  this  Category  during  the 
1990-1991  Affirmative  Action  Program  year.  The  goal  was  not  attained.  During 
the  year  the  workforce  did  not  change.  While  the  Division  does  not  project  any 
employment  opportunities  during  the  1991-1992  Affirmative  Action  Program  Year, 
they  establish  an  unspecified  goal  to  employ  a Black  or  woman.  The  absence  of 
Blacks  and/or  women  on  eligible  lists  or  in  non-civil  service  applicant  pools  would 
affect  the  ability  to  meet  the  established  unspecified  goal. 

As  of  August  1,  1991,  Blacks  and  women  are  not  represented;  all  other  minority 
groups  are  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 02  (Administration /Engineering) 
JOB  CATEGORY:  C fTechnicians) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

1 

0 

1 

2 

0 

8 

89 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

11 

TOTAL 

5 

1 

0 

1 

2 

0 

9 

% 

56 

11 

0 

11 

22 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

1 

0 

X 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

1 

0 

1 

2 

0 

8 

89 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

11 

TOTAL 

5 

1 

0 

1 

2 

0 

9 

% 

56 

11 

0 

11 

22 

0 

100 

91-92  GOALS: 

X 

====== 

X 

* 

X 

X 

======== 

X 

========== 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  5.7  11.9  5.4  0.32  WOMEN  43.0 


AA  Narrative: 

The  Division  established  a goal  to  employ  one  Hispanic  in  this  Category  during  the 
1990-1991  Affirmative  Action  Program  year.  The  goal  was  not  attained;  in  fact,  the 
workforce  in  this  category  did  not  change.  While  the  Division  does  not  project 
employment  opportunities  for  the  1991-1992,  an  unspecified  goal  is  established  to 
employ  a Hispanic  or  woman  should  such  a vacancy  occur.  There  was  no 
change  in  the  composition  of  the  Technicians  Category  for  this  division.  Hispanics 
and  women  continue  to  be  underrepresented.  Non-specified  goals  are 
established;  however,  even  though  no  vacancies  are  anticipated. 

As  of  August  1,  1991,  Asians  and  women  are  underrepresented.  Hispanics  are 
unrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 02  (Administration/Engineering) 
JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

5 

6 

1 

2 

1 

0 

15 

47 

WOMEN 

3 

7 

1 

3 

3 

0 

17 

53 

TOTAL 

8 

13 

2 

5 

4 

0 

32 

% 

25 

41 

6 

16 

12 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

1 

X 

X 

X 

X 

RESULTS: 

-2 

-2 

0 

-2 

0 

0 

-3 

==ssa=ssB==s 

:====== 

====== 

========= 

======= 

======== 

========== 

====== 

====: 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

5 

1 

1 

1 

0 

12 

46 

WOMEN 

2 

6 

1 

2 

3 

0 

14 

54 

TOTAL 

6 

11 

2 

3 

4 

0 

26 

% 

23 

42 

8 

12 

15 

0 

100 

91-92  GOALS: 

X 

X 

1 

1 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 54.3  10.6  11.2  14.7  7.8  0.33  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  one  Hispanic  in  this  Category  during  the 
1990-1991  Affirmative  Action  Program  Year.  The  goal  was  not  attained;  in  fact  two 
Whites,  two  Blacks  and  two  Asians  were  lost.  The  Division  establishes  a goal  to 
employ  one  Hispanic  and  one  Asian  during  the  1991-1992  Affirmative  Action 
Program  Year. 

As  of  August  1,  1991,  Hispanics  and  Asians  are  slightly  underrepresented.  All  other 
protected  groups  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 02  (Administration /Enaineerina) 

JOB  CATEGORY:  G (Skilled  Craft) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

0 

0 

0 

0 

0 

3 75 

WOMEN 

1 

0 

0 

0 

0 

0 

1 25 

TOTAL 

4 

0 

0 

0 

0 

0 

4 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

-1 

0 

0 

+ 1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

1 

0 

0 

3 75 

WOMEN 

1 

0 

0 

0 

0 

0 

1 25 

TOTAL 

3 

0 

0 

1 

0 

0 

4 

% 

75 

0 

0 

25 

0 

0 

100 

91-92  GOALS: 

X 

0 

0 

X 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

10.2 

15.0 

15.7 

5.4 

0.45  WOMEN  6.7 

AA  Narrative: 

These  three  (3)  7318  Electronic  Technicians  positions,  and  one  (1)  7379  Electrical 
Transit  Mechanic  are  filled  on  a periodic  sign-up  basis.  Persons  who  fill  these 
positions  come  from  the  Maintenance  Division  and  are  already  employed  by 
Muni.  No  goals  are  established  since  the  division  has  no  control  over  who  signs 
up  for  these  slots. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 02  (Administration/Engineering) 
JOB  CATEGORY:  H (Service/Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

0 

0 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.0 

047  WOMEN 

31.4 

AA  Narrative: 

This  position  is  filled  by  one  (1)  9139  Transit  Supervisor;  signs  up  for  this  assignment 
is  on  a seniority  basis.  Since  the  Division  has  no  control  over  who  signs  up,  no  goal 
is  established. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

2 

0 

0 

0 

0 

5 83 

WOMEN 

1 

0 

0 

0 

0 

0 

1 17 

TOTAL 

4 

2 

0 

0 

0 

0 

6 

% 

67 

33 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

0 

1 

0 

X 

0 

RESULTS: 

0 

0 

0 

+ 1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

2 

0 

1 

0 

0 

6 86 

WOMEN 

1 

0 

0 

0 

0 

0 

1 14 

TOTAL 

4 

2 

0 

1 

0 

0 

7 

% 

57 

29 

0 

14 

0 

0 

100 

91-92  GOALS: 

X 

====== 

X 

====== 

========== 

X 

======= 

======== 

X 

========== 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  6.1  14.1  .12  .38  WOMEN  39.0 


AA  Narrative: 

The  Division  established  a goal  to  employ  one  Asian  in  this  Category  during  the 

1990- 1991  Affirmative  Action  Program  Year.  The  Division  attained  its  goal.  The 
Division  does  not  project  or  anticipate  any  employment  opportunities  during  the 

1991- 1992  Affirmative  Action  Program  Year.  However,  an  unspecified  goal  is 
established  to  employ  a Hispanic,  Filipino  or  a woman  should  such  an  opportunity 
arise. 

As  of  August  1,  1991,  women  are  underrepresented.  Hispanics  and  Filipinos  are 
unrepresented.  Blacks  and  Asians  are  at  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 

JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

3 

1 

0 

1 

0 

0 

5 

83 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

17 

TOTAL 

4 

1 

0 

1 

0 

0 

6 

% 

66 

17 

0 

17 

0 

0 

100 

BSBBBBSBBSSS 

====== 

ibssbss; 

SI  SS  3 es  3 =5  3 S BS 

======= 

======== 

333333333= 

13333331 

E33B3 

WOMEN 

90-91  GOALS: 

X 

X 

* 

X 

# 

X 

* 

RESULTS: 

-2 

+1 

+1 

+ 1 

o 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

2 

1 

2 

0 

0 

7 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

2 

1 

2 

0 

0 

7 

% 

29 

29 

13 

29 

0 

0 

100 

91-92  GOALS: 


S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.38  WOMEN  39.0 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic,  Filipino  or 
woman  in  this  Category  during  the  1990-1991  Affirmative  Action  Program  Year. 
The  goal  was  partially  attained  through  the  employment  of  a Hispanic.  The 
Division  also,  achieved  affirmative  action  gains  through  the  employment  of  a 
Black,  and  an  Asian.  During  the  year  two  Whites  and  one  woman  were  lost. 

The  Division  establishes  an  unspecified  goal  to  employ  either  a Filipino  or  a 
woman  during  the  1991-1992  Affirmative  Action  Program  Year  contingent  on  a 
vacancy  and  the  availability  of  a qualified  Filipino  or  woman. 

As  of  August  1,  1991,  Filipinos  and  women  are  unrepresented.  All  other  protected 
groups  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 

JOB  CATEGORY:  F (Office/Clerical) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

6 

3 

1 

2 

4 

0 

16 

44 

WOMEN 

2 

5 

3 

4 

6 

0 

20 

56 

TOTAL 

8 

8 

4 

6 

10 

0 

36 

% 

22 

22 

11 

17 

28 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

X 

X 

X 

X 

RESULTS: 

+ 1 

-1 

0 

+ 1 

0 

0 

+1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

6 

2 

1 

3 

4 

0 

16 

43 

WOMEN 

3 

5 

3 

4 

6 

0 

21 

57 

TOTAL 

9 

7 

4 

7 

10 

0 

37 

% 

24 

18 

13 

18 

27 

0 

100 

91-92  GOALS: 

X 

X 

ii  ii 

ii  ii 

ii  ii 

ii  ii 

ii  ii 

II  v,  II 

H X II 

11  U 

II  II 

II  II 

X 

X 

X 

X 

= ==== 

S.F.  AVAILABILITY 

JOB  CTGRY  % 54.3  10.6  11.5  15.3  7.8  0.33  WOMEN  66.8 


AA  Narrative: 

The  Division  did  not  establish  any  employment  goals  in  this  Category  during  the 
1990-1991  Affirmative  Action  Program  Year.  However,  there  was  some 
employment  activity  which  established  an  affirmative  action  gain  of  one  Asian. 
During  the  year  one  Black  was  lost.  The  Division  does  not  anticipate  any 
employment  opportunities  during  the  1991-1992  Affirmative  Action  Program  Year; 
as  such  no  goals  are  established. 

As  of  August  1,  1991,  all  protected  groups  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 

JOB  CATEGORY:  G (Maintenance  Supervisors) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

13 

4 

2 

0 

0 

0 

19 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

13 

4 

2 

0 

0 

0 

19 

% 

68 

21 

11 

0 

0 

0 

100 

WOMEN 


90-91  GOALS: 

X 

X 

X 

1 

1 

X 

1 

RESULTS: 

-1 

-1 

-2 

+ 1 

0 

0 

0 

IBBBBBBSBBBB 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

12 

3 

0 

1 

0 

0 

16  100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

12 

3 

0 

1 

0 

0 

16 

% 

75 

19 

0 

6 

0 

0 

100 

91-92  GOALS: 

X 

i ii 

ii 

x S 

n 

li 

* 

ii  i 

( 

* 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 65.9  17.6  4.3  10.1  3 A 0 A WOMEN  11.8 


AA  Narrative: 

The  Division  established  goals  of  employing  one  Asian,  one  Filipino  and  one 
woman  In  the  Maintenance  Supervisor  Category  during  the  1990-1991  Affirmative 
Action  Program  Year.  The  goal  of  one  Asian  was  attained.  However,  one  Black, 
and  the  only  two  Hispanics  were  lost.  A 7288  Signal  System  Maintenance 
Superintendent  position  was  deleted  from  the  budget  during  the  year.  The  Division 
does  not  anticipate  any  vacancies  in  this  category  during  the  1991-1992 
Affirmative  Action  Program  Year.  Nevertheless  an  unspecified  goal  to  employ  a 
Hispanic,  Asian,  Filipino  or  woman  is  established  should  an  employment 
opportunity  arise. 

As  of  August  1,  1991,  Asians  are  underrepresented.  Hispanics,  Filipinos  and 
women  are  unrepresented  in  this  category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 

JOB  CATEGORY:  G (Skilled  Crafts) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

281 

84 

109 

164 

87 

10 

735 

97 

WOMEN 

10 

7 

1 

1 

0 

1 

20 

3 

TOTAL 

291 

91 

110 

165 

87 

11 

755 

% 

39 

12 

15 

21 

11 

_2 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

X 

X 

X 

4 

RESULTS: 

-9 

-4 

-3 

+ 11 

+5 

-4 

-3 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

274 

80 

106 

175 

92 

7 

734 

98 

WOMEN 

8 

7 

1 

1 

0 

0 

17 

2 

TOTAL 

282 

87 

107 

176 

92 

7 

751 

% 

38 

12 

14 

23 

12 

1 

100 

91-92  GOALS: 

X 

X 

0 

X 

X 

X 

2 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

54.0 

10.2 

14.9 

18.7 

5.4 

0.4 

WOMEN  6.7 

AA  Narrative: 

The  Division  established  a goal  to  employ  four  women  in  this  Category  during  the 
1990-1991  Affirmative  Action  Program  Year.  However,  the  goal  was  not  attained 
and  in  fact,  three  women  were  lost  during  the  year.  There  was  significant  gains  for 
Asians  and  Filipinos  in  this  category  even  though  the  overall  workforce  decreased 
by  four  employees.  Nevertheless,  with  the  exception  of  Hispanics,  all  other 
protected  minority  groups  are  at  parity  or  better.  Women  remain 
underrepresented.  The  Division  establishes  a goal  to  employ  two  women  during 
the  1991-1992  Affirmative  Action  Program  Year.  The  attainment  of  this  goal  is 
contingent  on  the  availability  of  women  on  relevant  Civil  Service  Commission 
eligibility  lists. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 
JOB  CATEGORY:  H (Laborers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

24 

55 

27 

12 

10 

0 128 

85 

WOMEN 

2 

14 

4 

0 

1 

1 22 

15 

TOTAL 

26 

69 

31 

12 

11 

1 150 

% 

17 

46 

21 

8 

7 

1 

100 

WOMEN 


90-91  GOALS: 

X 

X 

X 

1 X X 1 

RESULTS: 

-2 

======== 

0 

-2 

=========== 

+5  -1  +1  -1 

=================================== 

AUG  1991  WHITE  BLACK  HISPANIC  ASIAN  FILIPINO  AMER.IND  TOTAL  % 


MEN 

22 

55 

26 

16 

10 

1 130  86 

WOMEN 

2 

14 

3 

1 

0 

1 21  14 

TOTAL 

24 

69 

29 

17 

10 

2 151 

% 

16 

46 

19 

11 

7 

1 100 

91-92  GOALS: 

X 

X 

0 

1 

0 

E3BC3SSSSSSBBBBBBSCE 

X 1 

S.F.  AVAILABILITY 

JOB  CTGRY  % 40.1  20.6  21.7  15.3  7.7  0.41  WOMEN  17.0 


AA  Narrative: 

The  Division  established  goals  to  employ  one  Asian  and  one  woman  in  the  Laborer 
Category  during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  to 
employ  one  Asian  was  surpassed  by  four.  The  goal  to  employ  one  woman  was 
not  attained;  in  fact,  one  woman  was  lost.  In  addition,  an  affirmative  action  hire 
was  attained  through  the  employment  of  an  American  Indian.  The  Division 
establishes  a goal  to  employ  one  Asian  and  one  women  during  the  1991-1992 
Affirmative  Action  Program  Year. 

As  of  August  1,  1991,  Hispanics,  Asians,  Filipinos  and  women  are  slightly 
underrepresented  but  all  are  within  reach  of  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 35  - 03  (Maintenance) 

JOB  CATEGORY:  H (Service/Maintenance) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

12 

19 

7 

10 

7 

0 

55 

72 

WOMEN 

1 

10 

5 

4 

1 

0 

21 

28 

TOTAL 

13 

29 

12 

14 

8 

0 

76 

% 

17 

38 

16 

18 

11 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

X 

X 

X 

2 

RESULTS: 

0 

0 

+ 1 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

12 

19 

8 

10 

7 

0 

56 

73 

WOMEN 

1 

10 

5 

4 

1 

0 

21 

27 

TOTAL 

13 

29 

13 

14 

8 

0 

77 

% 

17 

38 

17 

18 

10 

0 

100 

91-92  GOALS: 

X 

X 

X 

X 

X 

X 

3 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  20.6  21.7  15.3  5.4  0 A WOMEN  3U 


AA  Narrative: 

There  was  an  affirmative  action  hire  of  one  Hispanic  this  past  year.  All  minorities 
are  at  or  above  parity.  Women  are  slightly  underrepresented  at  27%,  parity  for  this 
category  is  31.4%.  Although,  the  budget  may  limit  employment  opportunities,  a 
goal  of  three  women  is  established  contingent  on  the  availability  of  qualified 
candidates. 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 01  (Administration) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

1 

0 

0 

0 

0 

1 

50 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

50 

TOTAL 

1 

1 

0 

0 

0 

0 

2 

% 

50 

50 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

0 

0 

0 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

1 

0 

0 

0 

0 

1 

50 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

50 

TOTAL 

1 

1 

0 

0 

0 

0 

2 

% 

50 

50 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

X 

* 

* 

* 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year  in  the  Officials/Administrators  Category;  and  as  such, 
did  not  establish  any  goals.  There  were  no  changes  in  the  category  during  the 

1990- 1991  program  year.  The  Division  projects  one  employment  opportunity  during  the 

1991- 1992  program  year  in  the  Health  and  Safety  field  and  establishes  an  unspecified 
goal  to  employ  a Hispanic,  Asian,  Filipino  or  a woman.  As  of  August  1,  1991,  Hispanics, 
Asians  and  Filipinos  are  unrepresented.  Blacks  and  women  are  above  parity.  It  is 
noted  that  there  are  only  two  positions  in  the  Officials/Administrators  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 01  (Administration) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

4 

2 

0 

3 

1 

0 

10  67 

WOMEN 

2 

2 

0 

1 

0 

0 

5 33 

TOTAL 

6 

4 

0 

4 

1 

0 

15 

% 

40 

27 

0 

26 

7 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

0 

X 

X 

X 

0 

RESULTS: 

0 

0 

0 

-3 

-1 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

2 

0 

1 

0 

0 

6 55 

WOMEN 

3 

2 

0 

0 

0 

0 

5 45 

TOTAL 

6 

4 

0 

1 

0 

0 

11 

% 

55 

36 

0 

9 

0 

0 

100 

91-92  GOALS: 

X 

X 

* 

* 

* 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year  in  the  Professionals  Category;  and  as  such,  did 
not  establish  any  goals.  The  Division  in  fact  lost  four  positions  during  the  1990-1991 
program  year.  Three  of  the  positions  lost  had  been  held  by  Asians  and  one 
position  held  by  a Filipino.  The  Division  projects  one  vacancy  In  the  Professionals 
Cateaory  during  the  1991-1992  program  year.  The  anticipated  vacancy  is  in  the 
Health  and  Safety  field  and  is  to  be  stationed  in  Tuolomne  County.  The  Division 
anticipates  some  difficulty  in  attracting  qualified  minority  applicants  willing  to 
locate  in  Moccasin,  California.  However,  PUC  Administration  establishes  an 
unspecified  goal  to  employ  a Hispanic,  Asian  or  Filipino.  As  of  August  1,  1991 
Hispanics  and  Filipinos  are  unrepresented.  Asians  are  underrepresented.  Blacks 
and  women  are  above  parity. 


110 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 01  (Administration) 
JOB  CATEGORY:  C (Technicians) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

2 

0 

1 

0 

4 

80 

WOMEN 

0 

0 

1 

0 

0 

0 

1 

20 

TOTAL 

1 

0 

3 

0 

1 

0 

5 

% 

20 

0 

60 

0 

20 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

X 

0 

X 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

2 

0 

1 

0 

4 

80 

WOMEN 

0 

0 

1 

0 

0 

0 

1 

20 

TOTAL 

1 

0 

3 

0 

1 

0 

5 

% 

20 

0 

60 

0 

20 

0 

100 

91-92  GOALS: 

X 

0 

X 

0 

X 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

04  WOMEN 

45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year  in  the  Technicians  Category;  and  as  such,  the 
Division  did  not  establish  any  employment  goals.  The  Division  does  not  project 
any  employment  opportunities  during  the  1991-1992  program  year.  No  goals  are 
established.  As  of  August  1,  1991,  Blacks  and  Asians  are  unrepresented.  Women 
are  underrepresented.  Hispanics  and  Filipinos  are  above  parity.  It  is  noted  that 
there  are  only  five  positions  within  the  Technicians  Category. 


Ill 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 01  (Administration) 

JOB  CATEGORY:  D (Protective  Services) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

0 

0 

0 

2 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

0 

0 

0 

2 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

1 

91-92  GOALS: 

X 

0 

0 

0 

0 

X 

1 

— 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year;  as  such,  no  goals  were  established.  There  was 
no  employment  activity  during  the  1990-1991  program  year.  The  Division  during 
the  1991-1992  projects  one  vacancy  and  establishes  a goal  to  employ  one 
woman.  As  of  August  1,  1991,  Blacks,  Hispanics,  Asians,  Filipinos  and  women  are 
unrepresented.  It  is  noted  that  there  are  only  two  positions  in  the  Protective 
Services  Category. 


I 


112 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 01  (Administration) 

JOB  CATEGORY:  F (Office/Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

1 

0 

0 

0 

0 

1 

10 

WOMEN 

3 

2 

2 

1 

0 

1 

9 

90 

TOTAL 

3 

3 

2 

1 

0 

1 

10 

% 

30 

30 

20 

10 

0 

10 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

0 

0 

X 

X 

RESULTS: 

-1 

-1 

-1 

0 

+ 1 

-1 

-2 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

2 

2 

1 

1 

1 

0 

7 

100 

TOTAL 

2 

2 

1 

1 

1 

0 

7 

% 

29 

29 

14 

14 

14 

0 

100 

91-92  GOALS: 

X 

======= 

X 

X 

1 

======= 

X 

======== 

X 

========== 

X 

====== 

= = = = = 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  54  04  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year;  and  as  such,  did  not  establish  any  goals. 
However,  the  Division  did  attain  an  affirmative  action  gain  through  the 
employment  of  a Filipino  woman.  The  Division,  In  the  same  1990-1991  time  frame, 
lost  one  White,  one  Black  and  one  American  Indian,  two  of  which  are  women.  The 
Division  anticipates  one  employment  opportunity  during  the  1991-1992  program 
year  and  establishes  a goal  to  employ  one  Asian.  The  attainment  of  the  goal 
during  the  1991-1992  program  year  would  establish  parity  for  all  minority  groups. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 02  (Finance) 


JOB  CATEGORY:  A (Officials/Administrators) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

2 

1 

1 

1 

0 

0 5 

62 

WOMEN 

3 

0 

0 

0 

0 

0 3 

38 

TOTAL 

5 

1 

1 

1 

0 

0 8 

% 

61 

13 

13 

13 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

0 

0 

X 1 

RESULTS: 

0 

0 

0 

-1 

0 

0 0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

2 

1 

1 

0 

0 

0 4 

57 

WOMEN 

3 

0 

0 

0 

0 

0 3 

43 

TOTAL 

5 

1 

1 

0 

0 

0 7 

% 

72 

14 

14 

0 

0 

0 

100 

| 

91-92  GOALS: 

X 

X 

X 

1 

0 

X 1 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

A A Narrative: 

The  Division  did  not  anticipate  or  project  any  employment  opportunities  in  the 
Officials/Administrators  Category  during  the  1990-1991  Affirmative  Action  Program 

Year.  During 

the  1990-1991 

year,  the 

Division 

lost  an 

Asian  male  due 

to 

retirement.  No  other  employment  activity  occurred.  The  Division  projects  two 

employment  opportunities  in  this  category  during  the  1991-1992  year;  as  such  this 
establishes  a goal  to  employ  one  Asian  and  one  woman.  As  of  August  1,  1991, 
Asians  are  underrepresented;  women  are  slightly  underrepresented  at  43%  (parity 
is  45.2%).  All  other  protected  groups  are  at  parity  or  better. 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 02  (Finance) 

JOB  CATEGORY:  B (Professionals) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

9 

2 

3 

6 

6 

0 

26 

68 

WOMEN 

1 

1 

2 

2 

6 

0 

12 

32 

TOTAL 

10 

3 

5 

8 

12 

0 

38 

% 

26 

8 

13 

21 

32 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

X 

X 

X 

X 

0 

RESULTS: 

-2 

+2 

0 

+ 1 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

7 

3 

3 

6 

7 

0 

26 

67 

WOMEN 

1 

2 

2 

3 

5 

0 

13 

33 

TOTAL 

8 

5 

5 

9 

12 

0 

39 

% 

20 

13 

13 

23 

31 

0 

100 

91-92  GOALS: 

X 

X 

X 

X 

X 

X 

1 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

54 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the  Professionals 
Category  during  the  1990-1991  Affirmative  Action  Program  Year;  as  such,  no  goals 
were  established.  However,  during  the  year,  employment  activity  did  occur  in  the 
category.  Two  Blacks,  one  Asian  and  one  woman  were  gained,  while  two  Whites 
were  lost.  The  Division  projects  minimal  employment  activity  in  the  Professionals 
Category  during  the  1991-1992  program  year.  However,  the  Division  establishes  a 
goal  to  employ  one  woman  during  the  1991-1992  program  year.  As  of  August  1, 
1991,  women  are  underrepresented  at  33%,  all  minority  groups  are  at  parity  or 
better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 02  (Finance) 

JOB  CATEGORY:  C (Technicians) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

3 

4 

2 

2 

0 

0 11 

69 

WOMEN 

1 

3 

1 

0 

0 

0 5 

31 

TOTAL 

4 

7 

3 

2 

0 

0 16 

% 

25 

44 

19 

13 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

0 

1 

X 0 

RESULTS: 

0 

0 

0 

0 

0 

0 0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

3 

4 

2 

2 

0 

0 11 

69 

WOMEN 

1 

3 

1 

0 

0 

0 5 

31 

TOTAL 

4 

7 

3 

2 

0 

0 16 

% 

25 

44 

19 

12 

0 

0 

100 

< 

91-92  GOALS: 

X 

X 

X 

* 

* 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  projected  one  employment  opportunity  in  the  Technicians  Category 
during  the  1990-1991  Affirmative  Action  Program  Year.  A goal  to  employ  a Filipino 
was  established.  However,  there  was  no  changes  in  the  Technicians  Category 
during  the  1990-1991  program  year.  The  Division  does  not  anticipate  any 
employment  opportunities  in  this  category  for  the  year  1991-1992.  Nevertheless, 
the  Division  establishes  an  unspecified  goal  to  employ  an  Asian,  Filipino  or  a 
woman,  should  a vacancy  occur  in  the  category. 

As  of  August  1,  1991,  Asians  and  women  are  slightly  underrepresented.  Filipinos 
are  unrepresented.  Blacks  and  Hispanics  are  well  above  parity. 


4 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 02  (Finance) 

JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

2 

1 

3 

6 

0 

16 

33 

WOMEN 

4 

7 

2 

9 

11 

0 

33 

67 

TOTAL 

8 

9 

3 

12 

17 

0 

49 

% 

16 

18 

6 

25 

35 

0 

100 

====== 

SEEESSSS 

CE3E=  = = 

WOMEN 

90-91  GOALS: 

X 

X 

1 

X 

X 

X 

X 

RESULTS: 

-4 

-1 

+2 

+2 

-2 

0 

-4 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

2 

2 

5 

6 

0 

17 

37 

WOMEN 

2 

6 

3 

9 

9 

0 

29 

63 

TOTAL 

4 

8 

5 

14 

15 

0 

46 

% 9 17  11  30  33  0 100 


91-92  GOALS:  X 

X 1 

X 

X 

X 

X 

S.F.  AVAILABILITY 
JOB  CTGRY  % 57.5 

9.9  11.2 

15.3 

5.4 

0.4 

WOMEN  45.2 

AA  Narrative: 

The  Division  established  a goal  to  employ  one  Hispanic  in  the  Office/Clerical 
Category  during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was 
surpassed  through  the  employment  of  two  Hispanics.  Additionally,  there  were 
changes  in  the  composition  of  the  workforce  in  this  category  during  the  1990-1991 
program  year,  and  are  as  follows:  Two  Asians  were  gained,  while  two  Filipinos, 
one  Black  and  four  Whites  were  lost.  The  loss  did  not  negatively  impact  the  parity 
of  those  protected  groups.  The  Division  establishes  a goal  to  employ  one  Hispanic 
during  the  1991-1992  program  year.  As  of  August  1,  1991,  with  the  exception  of 
Hispanics,  all  protected  minority  groups  and  women  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 02  (Finance) 

JOB  CATEGORY:  H (Service/Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

11 

5 

1 

8 

11 

0 

36 

75 

WOMEN 

3 

3 

1 

2 

2 

1 

12 

25 

TOTAL 

14 

8 

2 

10 

13 

1 

48 

% 

29 

17 

4 

21 

27 

2 

100 

ans=ssB==3=B 

====== 

______ 

=========: 

E3S53S35SS5B 

BBSSBBBB 

= = SS  SB  SB  E SI  SB  S SB  SS  ES  S3  SS  S3  S SS  S S SS  t 

WOMEN 

90-91  GOALS: 

X 

X 

0 

X 

X 

X 

1 

RESULTS: 

0 

+ 1 

0 

0 

+3 

0 

+3 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

11 

4 

1 

8 

13 

0 

37 

71 

WOMEN 

3 

5 

1 

2 

3 

1 

15 

29 

TOTAL 

14 

9 

2 

10 

16 

1 

52 

% 

27 

17 

4 

19 

31 

2 

100 

91-92  GOALS: 

X 

X 

0 

X 

X 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  one  woman  in  the 
Service/Maintenance  Category  during  the  1990-1991  Affirmative  Action  Program 
Year.  The  goal  was  surpassed  through  the  employment  of  three  women. 
Additionally,  the  Division  attained  affirmative  action  gains  through  the 
employment  of  one  Black  and  three  Filipinos.  The  Division  establishes  a goal  to 
employ  one  Hispanic  during  the  1991-1992  program  year.  As  of  August  1,  1991, 
with  the  exception  of  Hispanics,  all  protected  minority  groups  and  women,  are  at 
parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 03  (Information  Systems) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

0 

0 

0 

2 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

0 

0 

0 

2 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS:  X 0 0 0 0 X 0 


S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  activity  in  the  Officials/Administrators 
Category  during  the  1990-1991  Affirmative  Action  Program  Year;  and  as  such,  no 
goals  were  established.  There  were  no  changes  in  the  composition  of  the 
workforce  during  the  year.  The  Division  does  not  anticipate  or  project  any 
employment  opportunities  during  the  1991-1992  program  year,  and  no  goals  are 
established.  As  of  August  1,  1991,  all  protected  minority  groups  and  women  are 
unrepresented.  It  is  noted  that  there  are  only  two  positions  in  the  category.  One 
of  the  two  positions,  in  fact  is  being  reclassified  and  it  is  likely  that  the  position  will 
show  as  a "Professional"  in  subsequent  Affirmative  Action  Plan  reporting. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 03  (Information  Systems) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

11 

1 

1 

4 

5 

0 

22 

81 

WOMEN 

1 

1 

1 

2 

0 

0 

5 

19 

TOTAL 

12 

2 

2 

6 

5 

0 

27 

% 

45 

7 

7 

22 

19 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

X 

X 

X 

2 

RESULTS: 

0 

0 

0 

+ 1 

0 

0 

0 

SSB3BKEBSSS 

!==s=:== 

====== 

========= 

======= 

======== 

BSBSBBSBSBE 

:==========: 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

11 

1 

1 

5 

5 

0 

23 

82 

WOMEN 

1 

1 

1 

2 

0 

0 

5 

18 

TOTAL 

12 

2 

2 

7 

5 

0 

28 

% 

43 

7 

7 

25 

18 

0 

100 

91-92  GOALS: 

BSBBSSSSSSSB 

X 

====== 

0 

0 

X 

X 

======== 

X 

2 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  two  women  in  the  Professionals 
Category  during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was  not 
achieved.  However,  the  Division  did  attain  an  Affirmative  Action  gain  through  the 
employment  of  an  Asian  male.  The  Division  re-establishes  its  goal  to  employ  two 
women  during  the  1991-1992  program  year. 

As  of  August  1,  1991,  Blacks,  Hispanics  and  women  are  underrepresented.  Asians 
and  Filipinos  are  well  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 03  (Information  Systems) 
JOB  CATEGORY:  C (Technicians) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

5 

1 

1 

2 

1 

0 

10  84 

WOMEN 

0 

1 

1 

0 

0 

0 

2 17 

TOTAL 

5 

2 

2 

2 

1 

0 

12 

% 

42 

17 

17 

17 

8 

0 

101 

WOMEN 

90-91  GOALS: 

X 

X 

X 

X 

X 

X 

1 

RESULTS: 

0 

0 

0 

+ 1 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

5 

1 

1 

2 

1 

0 

10  77 

WOMEN 

0 

1 

1 

1 

0 

0 

3 23 

TOTAL 

5 

2 

2 

3 

1 

0 

13 

% 

39 

15 

15 

23 

8 

0 

100 

91-92  GOALS: 

X 

X 

X 

=3==S=SS== 

X 

X 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  a woman  in  the  Technicians  Category 
during  the  1990-1991  Affirmative  Action  Program  Year.  The  aoal  was  achieved. 
Although,  no  other  employment  goals  were  established,  the  Division  attained  an 
affirmative  action  gain  through  the  employment  of  a woman,  who  is  Asian.  The 
Division  does  not  anticipate  or  project  any  employment  opportunities  during  the 
1991-1992  program  year;  and  as  such,  no  goals  are  established.  As  of  August  1, 
1991,  all  protected  minority  groups  are  at  parity  or  better.  Women  are 
underrepresented  at  24%  (parity  is  45.2%). 


121 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 03  (Information  Systems) 
JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

2 

1 

0 

4 

22 

WOMEN 

0 

1 

3 

9 

1 

0 

14 

78 

TOTAL 

1 

1 

3 

11 

2 

0 

18 

% 

6 

6 

16 

61 

11 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

X 

X 

X 

X 

X 

RESULTS: 

+ 1 

-1 

0 

-1 

-1 

0 

-2 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

2 

1 

0 

4 

25 

WOMEN 

1 

0 

3 

8 

0 

0 

12 

75 

TOTAL 

2 

0 

3 

10 

1 

0 

16 

% 

12 

0 

19 

63 

6 

0 

100 

91-92  GOALS: 

X 

0 

X 

X 

X 

X 

X 

======: 

= = = = = 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the  Office/Clerical 
Category  during  the  1990-1991  Affirmative  Action  Program  Year;  and  as  such,  the 
Division  did  not  establish  any  employment  goals.  During  the  1990-1991  program 
year,  the  Division  lost  one  Black,  one  Asian,  one  Filipino  and  two  women.  The 
Division  does  not  project  any  employment  opportunities  during  the  1991-1992 
program  year.  No  goals  are  established  for  the  program  year.  The  Division  does 
not  plan  to  fill  behind  any  positions  which  become  vacant.  The  Division  articulates 
that  Office/Clerical  positions  are  mostly  data  entry  positions  which  have  become 
antiquated  type  positions.  As  of  August  1,  1991,  Blacks  are  unrepresented,  all 
other  protected  minorities  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 04  (Utilities  Engineering  Bureau) 
JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

2 

0 

0 

4 

80 

WOMEN 

0 

0 

0 

1 

0 

0 

1 

20 

TOTAL 

2 

0 

0 

3 

0 

0 

5 

% 

40 

0 

0 

60 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

X 

0 

0 

RESULTS: 

-1 

0 

0 

-3 

0 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

0 

0 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  54  04  WOMEN  45.2 

AA  Narrative: 

The  Division  did  not  project  or  anticipate  any  employment  opportunities  In  the 
Officials/Administrators  Category  during  the  1990-1991  Affirmative  Action  Program 
Year;  and  as  such,  did  not  establish  any  goals.  During  the  1990-1991  program 
year,  four  positions  in  the  Officials/Administrators  were  reclassified  by  Civil  Service 
and  are  now  accounted  for  in  the  Professional  Engineering  Category  (BE).  The 
Division  does  not  project  any  employment  opportunities  during  the  1991-1992 
program  year  in  the  category.  No  goals  are  established.  As  of  August  1,  1991,  all 
protected  minority  groups  and  women  are  unrepresented.  It  is  noted  that  there  is 
only  one  position  in  the  Officials/Administrators  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 04  (Utilities  Engineering  Bureau) 
JOB  CATEGORY;  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

10 

3 

1 

1 

1 

1 

17 

77 

WOMEN 

3 

1 

0 

1 

0 

0 

5 

23 

TOTAL 

13 

4 

1 

2 

1 

1 

22 

% 

59 

18 

5 

8 

5 

5 

100 

WOMEN 


90-91  GOALS: 

X 

X 

1 

i 

X 

X 

1 

RESULTS: 

-3 

0 

0 

0 

0 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

7 

3 

1 

2 

1 

1 

15 

79 

WOMEN 

3 

1 

0 

0 

0 

0 

4 

21 

TOTAL 

10 

4 

1 

2 

1 

1 

19 

% 

53 

21 

5 

11 

5 

5 

100 

91-92  GOALS: 

X 

X 

! , | 

* 

1 x S 

ii  ii 

ii  ii 

ii  n 

X 

ss  seeks: 

= = = = = 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  anticipated  some  employment  opportunities  in  the  Professionals  Categor 
during  the  1990-1991  Affirmative  Action  Program  Year;  and  as  such,  established  a goc 
to  employ  one  Hispanic,  one  Asian  and  one  woman.  The  Division  was  unable  t< 
achieve  its  goals  and  in  fact,  the  Division  lost  three  White  employees  and  one  (1 
woman  in  the  Professionals  Category  during  the  1990-1991  program  year.  The  Divisloi 
projects  an  employment  opportunity  in  the  Architectural  field;  and  as  such,  establishe 
an  unspecified  goal  to  employ  a Hispanic,  Asian  or  woman  during  the  1991-199: 
program  year.  As  of  August  1,  1991,  Hispanlcs,  Asians  and  women  ar< 

underrepresented.  Blacks  and  Filipinos  are  at  parity  or  better. 


I 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 04  (Utilities  Engineering  Bureau) 

JOB  CATEGORY:  B (Professional Engineers) 

AUG  1990  WHITE  BLACK  HISPANIC  ASIAN  FILIPINO  AMER.IND  TOTAL  % 


MEN 

32 

3 

5 

44 

14 

1 

99  95 

WOMEN 

3 

0 

0 

1 

1 

0 

5 5 

TOTAL 

35 

3 

5 

45 

15 

1 

104 

% 

34 

3 

5 

43 

14 

1 

100 

WOMEN 

90-91  GOALS: 

X 

X 

1 

X 

X 

X 

2 

RESULTS: 

-4 

+ 1 

-1 

+8 

+3 

-1 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER. 

IND  TOTAL  % 

MEN 

30 

4 

4 

51 

16 

0 

105  95 

WOMEN 

1 

0 

0 

2 

2 

0 

5 5 

TOTAL 

31 

4 

4 

53 

18 

0 

110 

% 

28 

4 

4 

48 

16 

0 

100 

91-92  GOALS: 

X 

X 

X 

X 

X 

X 

1 

S.F.  AVAILABILITY 

JOB  CTGRY  % 73.0 

2.6 

3.7 

14.9 

5.3 

0.3 

WOMEN  5.7 

AA  Narrative: 

The  Division  established  a goal  to  employ  one  Hispanic  and  two  women  in  the 
Professional  Engineering  Category  during  the  1990-1991  Affirmative  Action 
Proaram  Year.  The  goal  to  employ  a Hispanic  and  two  women  was  not  achieved, 
and  in  fact,  a Hispanic  was  lost  during  the  year.  However,  affirmative  action  gains 
were  attained  through  the  employment  of  one  Black,  eight  Asians,  and  three 
Filipinos.  Four  White  Engineers  were  also  lost.  Included  in  this  category 
(Professional  Engineering)  are  the  various  UEB  Project  Managers.  The  Division 
anticipates  some  employment  opportunities  during  the  first  half  of  the  1991-1992 
program  year;  and  as  such,  establishes  a goal  to  employ  a woman.  As  of  August 
1,  1991,  all  protected  minority  groups  are  at  parity  or  better;  only  women  are 
slightly  underrepresented.  Should  UEB  attain  its  goal  to  employ  a woman  during 
the  1991-1992  year,  it  will  have  attained  complete  parity  in  the  Professional 
Engineering  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 04  (Utilities  Engineering  Bureau) 
JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

0 

4 

0 

6 

17 

WOMEN 

5 

2 

7 

8 

8 

0 

30 

83 

TOTAL 

7 

2 

7 

8 

12 

0 

36 

% 

20 

6 

20 

21 

33 

0 

100 

WOMEN 

90-91  GOALS: 

X 

1 

X 

X 

X 

X 

X 

RESULTS: 

-2 

+3 

-2 

+ 1 

0 

0 

-2 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

1 

0 

1 

4 

0 

8 

23 

WOMEN 

3 

4 

5 

8 

8 

0 

28 

77 

TOTAL 

5 

5 

5 

9 

12 

0 

36 

% 

14 

14 

14 

25 

33 

0 

100 

91-92  GOALS: 

X 

X 

X 

X 

X 

X 

==S==5===S=:D= 

X 

iec====: 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  one  Black  in  the  Office/Clerical  Category 
during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was  surpassed  through 
the  employment  of  three  Blacks.  Also,  an  affirmative  action  hire  was  attained  through 
the  employment  of  one  Asian.  However,  two  Hispanics  were  lost.  Nevertheless, 
Hispanics  remain  above  parity  in  the  Office/Clerical  Category.  The  Division  does  not 
project  any  employment  opportunities  during  the  1991-1992  program  year.  No  goals 
are  established.  As  of  August  1,  1991,  all  protected  minority  groups  and  women  are  at 
parity  or  better.  Excellent  diversity  exists  in  the  Office/Clerical  Category. 


I 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 05  (Energy  Conservation) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

0 

0 

0 

0 

0 

1 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

100 

% 

100 

0 

0 

0 

0 

0 

= 

:===ss= 

:==  = = — = : 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

0 

0 

0 

0 

0 

1 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

100 

% 

100 

0 

0 

0 

0 

0 

91-92  GOALS: 

X 

0 

0 

ii 

o j 

ii 

ii 

O II 

ii 

ii 

ii 

X 

li 

11 

11 

II 

o !! 

ii 

ii 

n 

H 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  54  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the 
Officials/Administrators  Category  during  the  1990-1991  Affirmative  Action  Program 
Year;  and  as  such,  no  employment  goals  were  established.  No  employment 
activity  occurred  in  the  1990-1991  program  year.  The  Division  does  not  project  or 
anticipate  any  changes  in  the  Officials/Administrators  Category  during  the 
1991-1992  program  year.  No  goals  are  established.  As  of  August  1,  1991,  all 
protected  minority  groups  and  women  are  unrepresented.  It  is  noted  that  there  is 
only  one  position  in  the  Officials/Administrators  Category  with  the  Division. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 05  (Energy  Conservation) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

50 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

50 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

+4 

0 

0 

0 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

0 

0 

0 

0 

0 

4 

67 

WOMEN 

2 

0 

0 

0 

0 

0 

2 

33 

TOTAL 

6 

0 

0 

0 

0 

0 

6 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

* 

* 

. 

• 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  04  WOMEN  45.2 

AA  Narrative: 

The  Division  did  not  establish  any  employment  goals  for  the  1990-1991  Affirmative 
Action  Program  Year  in  the  Professionals  Category.  However,  the  Division,  during 
the  1990-1991  program  year  added  four  professionals  to  its  staff.  The  four 
employees  were  initially  under  a grant  funded  through  the  U.S.  Department  of 
Energy  and  have  since  been  transitioned  to  NCS  Energy  Conservation 
employment.  The  four  new  staff  are  Whites.  Three  are  males;  one  Is  a woman. 
The  Division  does  not  project  or  anticipate  any  employment  opportunities  during 
the  1991-1992  program  year.  However,  should  an  opportunity  arise,  the  Division 
establishes  an  unspecified  goal  to  employ  a minority  and  or  a woman.  As  of 
August  1,  1991,  the  Division  has  no  minorities  in  the  Professionals  Category. 
Women  are  slightly  underrepresented  at  33%.  There  are  six  employees  in  the 
Professionals  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 05  (Eneray  Conservation) 
JOB  CATEGORY:  F ( Office  /Clerical) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

0 

0 

0 

1 

0 

1 

100 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

X 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

0 

0 

0 

1 

0 

1 

100 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

91-92  GOALS: 

X 

0 

0 

0 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


A A Narrative: 

The  Division  did  not  project  any  employment  opportunities  in  the  Office/Clerical 
Category  during  the  1990-1991  Affirmative  Action  Program  Year;  and  as  such,  the 
Division  did  not  establish  any  employment  goals.  There  was  no  employment 
activity  during  the  year.  The  Division  does  not  project  or  anticipate  any 
employment  opportunities  during  the  1991-1992  program  year;  and  as  such,  no 
employment  goals  are  established.  It  is  noted  that  there  is  only  one  person  in  the 
category;  the  person  is  a Filipino  woman. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 06  (Personnel  and  Training) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

50 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

50 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS; 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

50 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

50 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

SSBBBBSSSSagZ 

X 

BBSBBB 

* 

* 

SBSBBBB 

* 

X 

BBBSBESBBS 

X 

BEBBC 

S.F.  AVAILABILITY 

JOB  CTGRY  7©  57.5  9.9  11.2  15.3 


5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  opportunities  during  the  1990-1991 
Affirmative  Action  Program  Year;  and  as  such,  no  goals  were  established.  There 
were  no  changes  in  the  Officials/Administrators  Category  during  the  year.  The 
Division  projects  at  least  one  employment  opportunity  during  the  1991-1992 
program  year  and  establishes  an  unspecified  goal  to  employ  a Black,  Hispanic, 
Asian  or  woman.  As  of  August  1,  1991,  Blacks,  Hispanics,  Asians  and  Filipinos  are 
unrepresented.  It  is  noted  that  there  are  only  two  positions  within  the 
Officials/Administrators  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  -40  - 06  (Personnel  and  Training) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

1 

2 

1 

0 

0 

5 

36 

WOMEN 

5 

1 

1 

1 

1 

0 

9 

64 

TOTAL 

6 

2 

3 

2 

1 

0 

14 

% 

43 

14 

22 

14 

7 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

1 

X 

X 

X 

RESULTS: 

-1 

0 

0 

-1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

1 

2 

0 

0 

0 

3 

25 

WOMEN 

5 

1 

1 

1 

1 

0 

9 

75 

TOTAL 

5 

2 

3 

1 

1 

0 

12 

% 

42 

17 

25 

8 

8 

0 

100 

91-92  GOALS:  XXX  * X X X 


S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  an  Asian  during  the  1990-1991 
Affirmative  Action  Program  Year.  The  goal  was  not  achieved  and  during  the  year 
an  Asian  male  was  lost.  The  Division  projects  one  vacancy  in  the  Professionals 
Category;  and  as  such,  establishes  an  unspecified  goal  to  employ  a Black  or 
Asian  in  the  category.  As  of  August  1,  1991,  with  the  exception  of  Asians,  all 
protected  minority  groups  and  women  are  at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 40  - 06  (Personnel  and  Trainina) 
JOB  CATEGORY:  F (Office /Clerical)  " 

AUG  1990  WHITE  BLACK  HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN  2 

0 

0 

1 

1 

0 

4 

18 

WOMEN  1 

6 

2 

4 

5 

0 

18 

82 

TOTAL  3 

6 

2 

5 

6 

0 

22 

% 14 

27 

9 

23 

27 

0 

100 

WOMEN 


90-91  GOALS: 
RESULTS: 

X 

+2 

X 

0 

1 

-1 

X 

-2 

oX 

X 

0 

X 

-2 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

3 

0 

0 

1 

1 

0 

5 

24 

WOMEN 

2 

6 

1 

2 

5 

0 

16 

76 

TOTAL 

5 

6 

1 

3 

6 

0 

21 

% 

24 

28 

5 

15 

28 

0 

100 

91-92  GOALS: 

X 

X 

• 

X 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

WOMEN 

AA  Narrative; 

The  Division  established  a goal  to  employ  a Hispanic  in  the  Office/Clerical 
Category  for  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was  not 
achieved  and  in  fact  the  Division  lost  a Hispanic  and  two  Asians  during  the 

1990- 1991  year.  The  Division  projects  an  employment  opportunity  during  the 

1991- 1992  program  year.  Pending  the  availability  of  a Hispanic  on  a relevant  Civil 
Service  Eligibility  List,  the  Division  establishes  a goal  to  employ  a Hispanic.  As  of 
August  1,  1991,  with  the  exception  of  Hispanics,  all  protected  minority  groups  are 
at  parity  or  better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 01  (General  Manager/Administration) 
JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

0 

0 

0 

2 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

0 

0 

0 

0 

0 

2 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

* 

* 

X 

* 

RESULTS: 

0 

0 

0 

+1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

1 

0 

0 

3 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

0 

0 

1 

0 

0 

3 

% 

67 

0 

0 

33 

0 

0 

100 

91-92  GOALS: 

X 

====== 

* 

X 

* 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  in  the  Officials/Administrators 
Category  during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was 
met  through  the  employment  of  an  Asian  male.  At  present  there  are  three 
Officials  in  the  Division.  Blacks,  Hispanics,  Filipinos  and  Women  are  unrepresented. 

The  Division  anticipates  a Resource  Planning  Manager  vacancy  during  the  year 
1991-1992.  Depending  on  the  availability  of  qualified  Black,  Hispanic,  Filipino  and 
woman  candidates,  the  Division  establishes  an  unspecified  goal  to  employ  one  of 
the  above  protected  groups.  No  other  employment  activity  is  anticipated  during 
the  1991-1992  Affirmative  Action  Program  Year. 


133 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 01  (General  Manager/Administration) 

JOB  CATEGORY:  B (Professionals) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

0 

0 

0 

1 

0 

2 50 

WOMEN 

0 

0 

1 

1 

0 

0 

2 50 

TOTAL 

1 

0 

1 

1 

1 

0 

4 

% 

25 

0 

25 

25 

25 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

X 

X 

X 

X 

X 

RESULTS: 

0 

0 

-1 

0 

0 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

0 

0 

0 

1 

0 

2 66 

WOMEN 

0 

0 

0 

1 

0 

0 

1 33 

TOTAL 

1 

0 

0 

1 

1 

0 

3 

% 

33 

0 

0 

33 

33 

0 

99 

91-92  GOALS: 

X 

* 

* 

X 

X 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

54 

0.4  wc 

2MEN  45.2 

AA  Narrative: 

The  Division  did  not  project  any  employment  activity  In  the  Professionals  Category 
during  the  1990-1991  Affirmative  Action  Program  Year.  Note:  What  appears  as 
a loss  of  one  Hispanic  and  one  woman  in  the  1990-1991  results  of  Dept.  47-01  is 
due  to  correction  in  the  utilization  reporting  system.  A Hispanic  woman  is  now 
actually  working  in  Dept.  47-04  while  the  position  is  being  funded  by  Dept.  47-01. 
No  goals  were  established  and  no  other  changes  in  the  category  occurred.  For 
the  1991-1992  program  year,  no  employment  activity  is  projected.  However,  the 
Division  establishes  an  unspecified  goal  to  employ  a Black,  Hispanic  or  woman 
should  an  employment  opportunity  develop  during  the  1991-1992  Affirmative 
Action  Program  Year. 

As  of  August  1,  1991,  women  are  underrepresented.  Blacks  and  Hispanics  are 
unrepresented.  Asians  and  Filipinos  are  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 01  (General  Manaaer/Admlnistration) 
JOB  CATEGORY:  (BE)  (Professional  Engineers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

1 

1 

0 

4 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

0 

0 

1 

1 

0 

4 

% 

50 

0 

0 

25 

25 

0 

100 

WOMEN 

91-92  GOALS: 

X 

* 

* 

X 

X 

X 

* 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

0 

0 

1 

1 

0 

4 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

0 

0 

1 

1 

0 

4 

% 

50 

0 

0 

25 

25 

0 

100 

90-91  GOALS:  X * * X XX 


S.F.  AVAILABILITY 

JOB  CTGRY  % 73.0  2.6  3.7  14.9  5.3  0.3  WOMEN  5.7 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic  or 
woman  in  the  Engineering  Category  during  the  1990-1991  Affirmative  Action 
Program  Year.  However,  there  were  no  opportunities  during  the  year  to  meet  the 
unspecified  goal  as  there  was  no  turnover  of  new  positions  In  this  category.  The 
Division  does  not  anticipate  any  employment  opportunities  during  the  1991-1992 
Affirmative  Action  Program  Year.  Should  an  unexpected  employment  opportunity 
develop,  the  Division  establishes  an  unspecified  goal  to  employ  a Black,  Hispanic 
or  woman. 

As  of  August  1,  1991,  Blacks,  Hispanics  and  women  are  not  unrepresented.  Asians 
and  Filipinos  are  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47-01  (General  Manaaer/Administration) 

JOB  CATEGORY:  C (Technicians) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 0 

WOMEN 

1 

0 

0 

0 

0 

0 

1 100 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 0 

WOMEN 

1 

0 

0 

0 

0 

0 

1 100 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

essssssssssss; 

X 

* 

* 

* 

X 

X 

=========== 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  in  the  Technicians  Category  during 
the  1990-1991  Affirmative  Action  Program  Year.  There  is  only  one  person  in  the 
Technicians  Category.  This  position  is  currently  held  by  a woman.  The  Division 
does  not  project  any  turnover  or  addition  of  personnel  during  the  1991-1992 
Affirmative  Action  Program  Year.  Nevertheless,  should  an  employment 
opportunity  arise,  the  Division  establishes  an  unspecified  goal  to  employ  a 
protected  minority. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 01  (General  Manaaer/Administration) 

JOB  CATEGORY:  F (Office/Clerical) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

2 

0 

0 

1 

0 

3 

100 

TOTAL 

0 

2 

0 

0 

1 

0 

3 

% 

0 

67 

0 

0 

33 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

0 

0 

X 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

0 

2 

0 

0 

1 

0 

3 

100 

TOTAL 

0 

2 

0 

0 

1 

0 

3 

% 

0 

67 

0 

0 

33 

0 

100 

91-92  GOALS: 

X 

X 

* 

* 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic  or  Asian  during 
the  1990-1991  Affirmative  Action  Program  Year.  There  was  no  employment 
activity  during  the  year;  and  as  such,  the  unspecified  goal  could  not  be  met.  No 
employment  opportunities  are  anticipated  during  the  1991-1992  Affirmative 
Action  Program  Year.  However,  the  Division  continues  the  goal  of  employing 
either  a Hispanic  or  Asian,  should  such  an  opportunity  arise.  Within  the 
Office/Clerical  Category  in  Division  01,  there  are  only  three  positions.  Hispanics 
and  Asians  are  unrepresented  in  the  category.  Blacks  and  Filipinos  are  above 
parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 02  (Customer  Service  Division) 
JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

0 

0 

0 

0 

0 

0 0 

WOMEN 

1 

0 

0 

0 

0 

0 

1 100 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

0 

+ 1 

0 

0 

0 

0 

0 

SSSSSBB&BBBB 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

IBBBBSBBBSas 

TOTAL  % 

MEN 

0 

1 

0 

0 

0 

0 

1 50 

WOMEN 

1 

0 

0 

0 

0 

0 

1 50 

TOTAL 

1 

1 

0 

0 

0 

0 

2 

% 

50 

50 

0 

0 

0 

0 

100 

91-92  GOALS:  X X 0 0 OX  X 


S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5 A 0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  establish  any  employment  goals  during  the  1990-1991 
Affirmative  Action  Program  Year  in  the  Officials/Administrators  Categoiy. 
However,  during  the  year,  a Black  male  was  employed.  No  employment  activity 
is  projected  for  the  year  1991-1992  in  this  category;  and  as  such,  no  goals  are 
established.  There  are  only  two  Administrators  in  Division  02,  a White  woman  and 
a Black  male. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 02  (Customer  Service  Division) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

X 

X 

0 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

1 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

0 

1 

0 

1 

% 

0 

0 

0 

0 

100 

0 

100 

91-92  GOALS: 

SHBBSSBSSSZ 

X 

BBSSBB 

0 

bssssb: 

0 

EBBBBBSSB 

0 

SSBBBBB' 

X 

bbbbbbbb: 

X 

5SBB3SBBB3 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  CU  WOMEN  45.2 


AA  Narrative: 

The  Division  did  not  project  any  employment  activity  in  the  Professionals  Category 
during  the  1990-1991  Affirmative  Action  Program  Year.  No  goals  were  established 
and  there  were  no  addition  or  turnover  in  the  Professionals  Category.  The  Division 
does  not  project  any  employment  activity  or  turnover  during  the  1991-1992 
Affirmative  Action  Program  Year;  as  such,  no  goals  are  established.  There  Is  only 
one  Professional  in  Division  02.  A Filipino  male  holds  the  position. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 02  (Customer  Service  Division) 

JOB  CATEGORY:  C (Technicians) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

16 

3 

2 

4 

2 

0 

27 

79 

WOMEN 

4 

1 

0 

2 

0 

0 

7 

21 

TOTAL 

20 

4 

2 

6 

2 

0 

34 

% 

59 

12 

6 

17 

6 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

* 

X 

X 

X 

RESULTS: 

0 

0 

+2 

0 

0 

0 

+3 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

16 

3 

2 

4 

2 

0 

27 

74 

WOMEN 

4 

1 

2 

2 

0 

0 

9 

26 

TOTAL 

20 

4 

4 

6 

2 

0 

36 

% 

56 

11 

11 

17 

5 

0 

100 

91-92  GOALS: 

X 

X 

X 

X 

X 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic  or  woman 
during  the  1990-1991  Affirmative  Action  Program  Year.  The  Division  surpassed 
their  goal  through  the  employment  of  two  Hispanic  males  and  three  women.  As  of 
August  1991,  all  minority  groups  are  at  parity  or  better.  Women  are 
underrepresented.  It  is  anticipated  that  some  positions  in  the  Technicians 
Category  will  be  transitioned  from  NCS  to  permanent  employment  status  during 
the  1991-1992  Affirmative  Action  Program  Year.  The  impact  of  any  Civil  Service 
eligibility  lists  and  their  effect  on  present  NCS  minority  employees  as  unknown  at 
this  time.  Other  than  possible  turnover  due  to  employees  transitioning  from 
temporary  to  permanent  status,  the  Division  does  not  project  any  new  hiring 
during  the  1991-1992  Affirmative  Action  Program  Year;  and  as  such,  no  new  hiring 
goals  are  established. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 02  (Customer  Service  Division) 
JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

8 

4 

3 

7 

2 

0 

24 

36 

WOMEN 

7 

6 

3 

12 

15 

0 

43 

64 

TOTAL 

15 

10 

6 

19 

17 

0 

67 

% 

23 

15 

9 

28 

25 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

* 

X 

X 

X 

X 

RESULTS: 

0 

+4 

-2 

-3 

+2 

0 

+3 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

7 

5 

3 

5 

2 

0 

22 

32 

WOMEN 

8 

9 

1 

11 

17 

0 

46 

68 

TOTAL 

15 

14 

4 

16 

19 

0 

68 

% 

23 

20 

6 

23 

28 

0 

100 

91-92  GOALS: 

X 

X 

0 

X 

! X 

X 

X 

ISBSC3S 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  numerical  goal  for  Hispanics  in  the 
Office/Clerical  Category  during  the  1990-1991  Affirmative  Action  Program  Year; 
all  other  minorities  were  at  parity  or  better.  The  goal  was  not  attained;  two 
Hispanics  were  lost.  One  Hispanic  accepted  a promotion  to  the  Technicians 
Category  and  the  other  Hispanic  resigned.  Also,  during  the  1990-1991  Affirmative 
Action  Program  Year,  the  Division  added  four  Blacks  and  two  Filipinos.  Three 
Asians  were  lost  during  the  year;  however,  Asians  remain  well  above  parity  at 
24%.  The  Division  with  the  exception  of  Hispanics,  is  above  parity  for  all  other 
protected  minorities  and  women  in  the  Office/Clerical  Category  as  of  August  1, 

Due  to  the  uncertainty  of  the  Water  Rationing  Program,  the  Division  does  not 
establish  any  employment  goals  for  the  1991-1992  Affirmative  Action  Program 
Year. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 02  (Customer  Service  Division) 
JOB  CATEGORY:  H (Service/Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

4 

0 

0 

0 

0 

5 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

1 

4 

0 

0 

0 

0 

5 

% 

20 

80 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

* 

* 

* 

X 

* 

RESULTS: 

0 

-1 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

1 

3 

0 

0 

0 

0 

4 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

1 

3 

0 

0 

0 

0 

4 

% 

25 

75 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

X 

* 

* 

= = = = =3  = = =Z 

X 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic,  Asian,  Filipino 
or  woman  in  the  Service/Maintenance  Category  during  the  1990-1991  Affirmative 
Action  Program  Year.  The  goal  was  not  achieved;  and  in  fact,  a Black  male  was 
lost  due  to  retirement.  The  workforce  in  this  category  went  from  five  in  August 
1990,  to  four  in  August  1991.  The  Division,  while  not  projecting  any  employment 
activity  during  the  year  1991-1992,  states  that  It  is  possible  that  two  individuals 
may  retire  during  the  1991-1992  Affirmative  Action  Program  Year.  Therefore,  the 
Division  establishes  an  unspecified  goal  to  employ  a Hispanic,  Asian,  Filipino  or 
woman.  All  of  these  protected  groups  are  unrepresented  as  of  August  1,  1991. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 03  (City  Distribution  Division) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

0 

1 

0 

0 

0 

4 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

3 

0 

1 

0 

0 

0 

4 

% 

75 

0 

25 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

X 

* 

* 

X 

* 

RESULTS: 

+ 1 

0 

-1 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

4 

0 

0 

0 

0 

0 

4 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

4 

0 

0 

0 

0 

0 

4 

% 

100 

0 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

0 

X 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  54  04  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Asian,  Filipino  or 
woman  in  the  Officials/Administrators  Category  during  the  1990-1991  Affirmative 
Action  Program  Year.  The  unspecified  goal  was  not  achieved;  and  in  fact,  a 
Hispanic  was  lost  due  to  his  retirement.  A White  male  filled  the  position  via  an  NCS 
appointment.  As  of  August  1,  1991,  all  protected  groups  are  unrepresented.  The 
Division  does  not  project  any  employment  activity  or  turnover  during  the 
1991-1992  Affirmative  Action  Program  Year.  Therefore,  no  goals  are  established. 


I 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 03  (City  Distribution  Division) 

JOB  CATEGORY:  BE  (Professional  Engineers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

2 

1 

0 

6 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

1 

2 

1 

0 

6 

% 

33 

0 

17 

33 

17 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

X 

X 

X 

* 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

2 

1 

0 

6 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

1 

2 

1 

0 

6 

% 

33 

0 

17 

33 

17 

0 

100 

91-92  GOALS: 

X 

====== 

* 

X 

X 

X 

X 

: = = = = = = = 

a ==== 

S.F.  AVAILABILITY 

JOB  CTGRY  % 73.6  2.6  3.7  14.9  5.3  0.4  WOMEN  5.7 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year  in  the  Engineering 
Category.  No  employment  activity  occurred;  and  as  such,  the  goal  was  not 
achieved.  The  Division  for  the  1991-1992  Affirmative  Action  Program  Year  projects 
one  opening  in  this  category,  and  establishes  an  unspecified  goal  to  employ  a 
Black  or  woman  pending  on  their  availability.  Hispanics,  Asians  and  Filipinos  are 
all  well  above  parity.  Blacks  and  women  are  unrepresented  as  of  August  1,  1991. 


I 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 03  (City  Distribution  Division) 
JOB  CATEGORY:  C (Technicians) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

0 

0 

3 

2 

0 

8 67 

WOMEN 

2 

0 

1 

1 

0 

0 

4 33 

TOTAL 

5 

0 

1 

4 

2 

0 

12 

% 

42 

0 

8 

33 

17 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

X 

X 

X 

* 

RESULTS: 

0 

0 

0 

0 

+ 1 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

0 

0 

3 

3 

0 

9 69 

WOMEN 

2 

0 

1 

1 

0 

0 

4 31 

TOTAL 

5 

0 

1 

4 

3 

0 

13 

% 

38 

0 

8 

31 

23 

0 

100 

91-92  GOALS: 

X 

* 

• 

X 

X 

X 

• 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black  Hispanic  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year  for  the  Technicians 
Category.  The  unspecified  goal  was  not  achieved.  However,  the  Division  did 
make  an  affirmative  action  hire  through  the  employment  of  a Filipino  male.  While 
the  Division  does  not  project  any  employment  opportunity  during  the  year,  the 
Division  establishes  an  unspecified  goal  to  employ  a Black,  Hispanic  or  woman  in 
this  category.  As  of  August  1,  1991,  Asians  and  Filipinos  are  well  above  parity. 
Hispanics  and  women  are  underrepresented  and  Blacks  are  unrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 03  (City  Distribution  Division) 
JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

0 

0 

0 

2 

11 

WOMEN 

4 

9 

0 

1 

2 

0 

16 

89 

TOTAL 

6 

9 

0 

1 

2 

0 

18 

% 

33 

50 

0 

6 

11 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

* 

* 

X 

X 

X 

RESULTS: 

-1 

0 

0 

0 

0 

+ 1 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

I 

1 

0 

0 

0 

0 

2 

11 

WOMEN 

4 

8 

0 

1 

2 

1 

16 

89 

TOTAL 

5 

9 

0 

1 

2 

1 

18 

% 

28 

50 

0 

5 

11 

6 

100 

91-92  GOALS: 

X 

X 

* 

* 

X 

X 

X 

==SSSBSS3SSS=S=S=S=E  = = = ======  = BEE3==BSESSSS&S  = B=====aS==  = a=EB  = BBSBSSE 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic  or  Asian  for  the 
1990-1991  Affirmative  Action  Program  Year  in  the  Office/Clerical  Category.  The 
goal  was  not  achieved  as  no  hiring  occurred  during  the  program  year.  The 
Division  anticipates  one  vacancy  during  the  1991-1992  Affirmative  Action  Program 
Year,  and  estabiishes  an  unspecified  goal  to  employ  a Hispanic  or  Asian.  Asians 
are  underrepresented  in  this  category;  Hispanics  are  unrepresented.  Blacks, 
Filipinos,  American  Indians  and  women  are  all  above  parity. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 03  (City  Distribution  Division) 
JOB  CATEGORY:  G (Skilled  Crafts) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

93 

12 

16 

13 

2 

0 

136 

95 

WOMEN 

4 

1 

1 

1 

0 

0 

7 

5 

TOTAL 

97 

13 

17 

14 

2 

0 

143 

% 

68 

9 

12 

10 

1 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

X 

* 

* 

X 

* 

RESULTS: 

+ 1 

0 

+ 1 

0 

+ 1 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND  TOTAL 

% 

MEN 

95 

12 

17 

13 

3 

0 

140 

96 

WOMEN 

3 

1 

1 

1 

0 

0 

6 

4 

TOTAL 

98 

13 

18 

14 

3 

0 

146 

% 

67 

9 

12 

10 

2 

0 

100 

91-92  GOALS: 

X 

* 

X 

* 

* 

X 

* 

S.F.  AVAILABILITY 

SEEEEOBBSS: 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

WOMEN 

6.7 

AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Asian,  Filipino  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year  in  the  Skilled  Crafts 
Category.  The  goal  was  achieved  through  the-employment  of  a Filipino  male.  An 
affirmative  action  hire  was  also  achieved  through  the  employment  of  a Hispanic 
male.  The  Division  lost  a woman  during  the  year. 

For  the  1991-1992  Affirmative  Action  Program  Year,  the  Division  anticipates  two 
Utility  Plumber  vacancies,  and  based  on  availability  establishes  an  unspecified 
goal  to  employ  an  Asian,  Filipino  or  woman.  As  of  August  1,  1991,  Blacks,  Asians, 
Filipinos  and  women  are  underrepresented.  Hispanics  are  at  parity  in  the  Skilled 
Crafts  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 03  (City  Distribution  Division) 
JOB  CATEGORY:  H (Service/Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

28 

11 

9 

0 

2 

0 

50  98 

WOMEN 

0 

0 

1 

0 

0 

0 

1 2 

TOTAL 

28 

11 

10 

0 

2 

0 

51 

% 

54 

22 

20 

0 

4 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

1 

0 

X 

1 

RESULTS: 

+ 1 

+ 1 

0 

0 

+ 1 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

28 

12 

10 

0 

3 

0 

53  98 

WOMEN 

1 

0 

0 

0 

0 

0 

1 2 

TOTAL 

29 

12 

10 

0 

3 

0 

54 

% 

54 

22 

19 

0 

5 

0 

100 

91-92  GOALS: 

X 

X 

X 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN  45.2 

AA  Narrative: 

The  Division  established  a goal  to  employ  one  Aslan  and  one  woman  during  the 
1990-1991  Affirmative  Action  Program  Year  in  the  Service/Maintenance 
Category.  The  goal  was  not  achieved.  However,  an  affirmative  action 
employment  was  attained  through  the  employment  of  a Filipino  male.  An 
employment  offer  was  extended  to  a woman  who  opted  to  accept  an 
employment  offer  at  Millbrae. 

The  Division  does  not  anticipate  any  employment  activity  during  the  1991-1992 
Affirmative  Action  Program  Year;  and  as  such,  no  goals  are  established.  As  of 
August  1,  1991,  Filipinos  and  women  are  underrepresented.  Asians  are 
unrepresented.  Blacks  and  Hispanics  are  well  above  parity  in  the 
Service/Maintenance  Category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Quality  Division) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

1 

0 

0 

0 

0 

0 

1 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

1 

0 

0 

0 

0 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 


90-91  GOALS: 

X 

* 

* 

* 

* 

X 

* 

RESULTS: 

+ 1 

+ 1 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

2 

1 

0 

0 

0 

0 

3 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

2 

1 

0 

0 

0 

0 

3 

% 

67 

33 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

X 

* 

• 

* 

• 

• 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5 

9.9 

11.2 

15.3 

5 A 

0.4 

WOMEN  45.2 

AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Asian, 
Filipino  or  woman  in  this  category  for  the  1990-1991  Affirmative  Action  Program 
Year.  The  goal  was  achieved  through  the  employment  of  a Black  male.  The 
Division  does  not  anticipate  additions  or  turnover  during  the  1991-1992  Affirmative 
Action  Program  Year.  However,  should  an  employment  opportunity  arise,  the 
Division  establishes  an  unspecified  goal  to  employ  a Hispanic,  Asian,  Filipino  or  a 
woman.  All  of  the  above  protected  groups  are  unrepresented  as  of  August  1, 
1991.  It  is  noted  that  there  are  only  three  Administrators  positions  within  Division  04. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Quality  Division) 
JOB  CATEGORY:  BP  (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

7 

0 

0 

2 

1 

0 

10 

91 

WOMEN 

0 

0 

0 

1 

0 

0 

1 

9 

TOTAL 

7 

0 

0 

3 

1 

0 

11 

% 

64 

0 

0 

27 

9 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

X 

X 

X 

* 

RESULTS: 

+ 1 

0 

+ 1 

+ 1 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

8 

0 

0 

3 

1 

0 

12 

86 

WOMEN 

0 

0 

1 

1 

0 

0 

2 

14 

TOTAL 

8 

0 

1 

4 

1 

0 

14 

% 

57 

0 

7 

29 

7 

0 

100 

91-92  GOALS: 

X 

SSSSBSI 

ESEBSBSSSi 

X 

======= 

X 

======== 

X 

aaaaaa aaaa 

* 

aaaaaa: 

= = = = = 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  54  04  WOMEN  45.2 

AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year  In  the  Professionals 
Category.  The  unspecified  goal  was  not  achieved.  However,  the  Division  did 
attain  an  affirmative  action  hire  through  the  employment  of  an  Asian  male. 

The  Division  projects  a potential  for  filling  two  positions  in  this  category  during  the 
1991-1992  Affirmative  Action  Program  Year;  as  such,  the  Division  establishes  an 
unspecified  goal  to  employ  a Black,  Hispanic  or  woman.  As  of  August  1,  1991, 
women  are  underrepresented.  Blacks  and  Hispanics  are  unrepresented.  Asians 
and  Filipinos  are  above  parity. 

’Note:  What  appears  as  a gain  of  one  Hispanic  and  one  woman  in  the 

1990-1991  results  of  Dept.  47-04,  is  due  to  a correction  in  the  utilization  reporting 
system  . A Hispanic  woman  is  now  actually  working  in  Dept.  47-04  while  the 
position  is  funded  by  Dept.  47-01. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Quality  Division) 

JOB  CATEGORY:  BE  (Professional  Engineers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

1 

0 

0 

4 

80 

WOMEN 

0 

0 

0 

1 

0 

0 

1 

20 

TOTAL 

2 

0 

1 

2 

0 

0 

5 

% 

40 

0 

20 

40 

0 

0 

100 

WOMEN 


90-91  GOALS: 

X 

* 

X 

X 

* 

X 

X 

RESULTS: 

0 

0 

0 

0 

0 

0 

0 

==SS  = = = SE=S=  = 

====== 

====== 

========= 

s=cs===sb 

ascccsss 

aasaacsss: 

SBBBBBBBBBSB 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

1 

0 

0 

4 

80 

WOMEN 

0 

0 

0 

1 

0 

0 

1 

20 

TOTAL 

2 

0 

1 

2 

0 

0 

5 

% 

40 

0 

20 

40 

0 

0 

100 

91-92  GOALS: 

X 

* 

X 

X 

• 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 73.0  2.6  3.7  14.9  5.3  0.3  WOMEN  5.7 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black  or  Filipino  during 
the  1990-1991  Affirmative  Action  Program  Year  in  the  Professional  Engineering 
Category.  There  was  no  employment  activity  during  the  1990-1991  year;  and  as 
such,  the  goal  was  not  achieved. 

The  Division  projects  a possible  position  vacancy  in  this  category  and  establishes 
an  unspecified  goal  to  employ  a Black  or  Filipino  during  the  1991-1992  Affirmative 
Action  Program  Year.  As  of  August  1,  1991,  Blacks  and  Filipinos  are 

unrepresented.  Hispanics,  Asians  and  women  are  all  above  parity  for  this 
category.  Of  note  is  that,  while  there  are  only  five  positions  within  Water  Quality 
Division,  the  Division  has  done  an  excellent  job  in  diversifying  its  workforce  in  this 
difficult  job  category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Qualitv  Division) 
JOB  CATEGORY:  C (Technicians) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

0 

1 

0 

0 

3 

75 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

25 

TOTAL 

3 

0 

0 

1 

0 

0 

4 

% 

75 

0 

0 

25 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

X 

* 

X 

* 

RESULTS: 

0 

0 

+1 

-1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

0 

0 

0 

3 

75 

WOMEN 

1 

0 

0 

0 

0 

0 

1 

25 

TOTAL 

3 

0 

1 

0 

0 

0 

4 

% 

75 

0 

25 

0 

0 

0 

100 

91-92  GOALS: 

X 

0 

X 

1 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  54  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Filipino 
or  woman  during  the  1990-1991  Affirmative  Action  Program  Year  in  the 
Technicians  Category.  The  goal  was  achieved  through  the  employment  of  a 
Hispanic  male.  However,  while  the  goal  was  achieved,  an  Asian  was  lost  due  to  a 
promotion  which  created  the  employment  opportunity  for  the  Hispanic  male. 

The  Division  projects  one  vacancy  in  the  Technicians  Category  for  the  1991-1992 
Affirmative  Action  Program  Year  and  establishes  a goal  To  employ  one  Aslan 
providing  such  person  is  reachable  on  the  relevant  eligibility  list.  As  of  August  1, 
1991,  Blacks,  Asians  and  Filipinos  are  unrepresented.  Women  are 
underrepresented.  Hispanics  are  above  parity.  It  Is  noted  that  there  are  only  four 
position  within  the  Technicians  Category  in  this  division. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Qualitv  Division) 
JOB  CATEGORY:  E (Para-Professionals) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

2 

0 

0 

2 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

0 

0 

0 

2 

0 

0 

2 

% 

0 

0 

0 

100 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

X 

* 

X 

* 

RESULTS: 

0 

0 

0 

-1 

+ 1 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

1 

0 

0 

1 

50 

WOMEN 

0 

0 

0 

0 

1 

0 

1 

50 

TOTAL 

0 

0 

0 

1 

1 

0 

2 

% 

0 

0 

0 

50 

50 

0 

100 

91-92  GOALS: 

X 

0 

0 

X 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0 A WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Filipino 
or  woman  during  the  1990-1991  Affirmative  Action  Program  Year.  The  goal  was 
achieved  through  the  employment  of  one  Filipino  woman.  The  Division  lost  one 
Asian,  but  the  Asian  group  remains  above  parity. 

The  Division  does  not  anticipate  any  employment  activity  within  the  category 
during  the  1991-1992  Affirmative  Action  Program  Year;  and  In  fact,  projects  a 
phasing  out  of  Para-Professionals  within  the  division.  No  goals  are  established.  As 
of  August  1,  1991,  Blacks  and  Hispanics  are  not  represented.  It  is  noted  that  there 
are  only  two  positions  in  this  job  category  for  Division  04. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Quality  Division) 
JOB  CATEGORY:  F (Office/Clerical) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

3 

0 

0 

0 

0 

0 

3 

100 

TOTAL 

3 

0 

0 

0 

0 

0 

3 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

0 

0 

0 

0 

X 

X 

RESULTS: 

0 

0 

0 

+ 1 

0 

0 

+1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

0 

0 

0 

0 

0 

0 

0 

0 

WOMEN 

3 

0 

0 

1 

0 

0 

4 

100 

TOTAL 

3 

0 

0 

1 

0 

0 

4 

% 

75 

0 

0 

25 

0 

0 

100 

91-92  GOALS: 

X 

* 

* 

X 

* 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4  WOMEN 

45.2 

AA  Narrative: 

The  Division  did  not  anticipate  any  employment  activity  or  turnover  during  the 
1990-1991  Affirmative  Action  Program  Year  and  did  not  establish  any  employment 
goals.  However,  the  Division  did  employ  an  Asian  woman  during  the  Affirmative 
Action  Program  Year. 

The  Division  does  not  project  any  employment  activity  for  the  1991-1992 
Affirmative  Action  Program  Year,  but  should  an  employment  vacancy  become 
available,  the  Division  establishes  an  unspecified  goal  to  employ  a Black, 
Hispanic  or  Filipino  in  this  category.  As  of  August  1,  1991,  Blacks,  Hispanics  and 
Filipinos  are  unrepresented.  Asians  are  above  parity.  It  Is  noted  that  there  are 
only  four  positions  within  this  job  category. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Qualitv  Division) 
JOB  CATEGORY:  G (Skilled  Crafts) 

AUG  1990 

WHITE  BLACK  HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

20  1 4 

2 

2 

0 

29 

85 

WOMEN 

4 0 1 

0 

0 

0 

5 

15 

TOTAL 

24  1 5 

2 

2 

0 

34 

% 

70  3 15 

6 

6 

0 

100 

WOMEN 

90-91  GOALS: 

X * X 

* 

X 

X 

X 

RESULTS: 

-4  0 +1 

+ 1 

0 

0 

0 

AUG  1991 

WHITE  BLACK  HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

16  1 5 

3 

2 

0 

27 

84 

WOMEN 

4 0 1 

0 

0 

0 

5 

16 

TOTAL 

20  1 6 

3 

2 

0 

32 

% 

63  3 19 

9 

6 

0 

100 

91-92  GOALS: 

X * X 

* 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 

57.5  9.9  11.2 

15.3 

54 

04  WOMEN 

6.7 

AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black  or  Asian  during 
the  1990-1991  Affirmative  Action  Program  Year  in  the  Skilled  Crafts  Category.  The 
Division  achieved  its  goal  through  the  employment  of  an  Asian  male.  The  Division 
also,  attained  an  affirmative  action  hire  by  employing  a Hispanic  male. 

The  Division  projects  two  possible  employment  opportunities  within  this  job 
category;  and  as  such,  establishes  an  unspecified  goal  to  employ  a Black  or 
Asian  during  the  1991-1992  Affirmative  Action  Program  Year,  depending  upon 
availability.  As  of  August  1,  1991,  Blacks  and  Asians  are  underrepresented. 
Hispanics,  Filipinos  and  women  are  at  parity  or  better.  The  Division  is  to  be 
commended  on  its  representation  of  women  which  is  at  15%,  parity  for  women  in 
the  Skilled  Crafts  Category  is  6.7%. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 04  (Water  Quality  Division) 

JOB  CATEGORY:  H (Service /Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

2 

0 

1 

0 

0 

3 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

0 

2 

0 

1 

0 

0 

3 

% 

0 

67 

0 

33 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

* 

X 

* 

X 

* 

RESULTS: 

0 

0 

+ 1 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

0 

2 

1 

1 

0 

0 

4 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

0 

2 

1 

1 

0 

0 

4 

% 

0 

50 

25 

25 

0 

0 

100 

91-92  GOALS: 

X 

X 

X 

X 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic,  Filipino  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year  in  the 
Service/Maintenance  Category.  The  goal  was  achieved  through  the  employment 
of  a Hispanic  male.  The  Division  does  not  project  or  anticipate  any  employment 
opportunities  during  the  1991-1992  Affirmative  Action  Program  Year;  and  as  such, 
does  not  establish  any  employment  goals.  As  of  August  1,  1991,  the  Division  is 
unrepresented  in  Filipinos  and  women.  Blacks,  Hispanics  and  Asians  are  above 
parity,  it  is  noted  that  there  are  only  four  positions  within  the  Service/Maintenance 
Category  of  Division  04. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 05  (Water  Supply  Division) 

JOB  CATEGORY:  A (Officials/Administrators) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

1 

0 

0 

0 

0 

3 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

1 

0 

0 

0 

0 

3 

% 

67 

33 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

* 

* 

* 

X 

* 

RESULTS: 

+ 1 

0 

0 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

3 

1 

0 

0 

0 

0 

4 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

3 

1 

0 

0 

0 

0 

4 

% 

75 

25 

0 

0 

0 

0 

100 

91-92  GOALS: 

X 

X 

0 

0 

0 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Hispanic,  Asian,  Filipino 
or  a woman  in  the  Officials/Administrators  Category  during  the  1990-1991 
Affirmative  Action  Program  year.  The  Division  did  not  achieve  their  unspecified 
goal.  One  position  was  filled  for  the  Sunol  facility  by  a White  male.  The  Division 
does  not  anticipate  any  employment  opportunities  or  turnover  during  the 
1991-1992  Affirmative  Action  Program;  as  such,  no  goals  are  established.  As  of 
August  1,  1991,  Hispanics,  Asians,  Filipinos  and  women  are  unrepresented  in  the 
Officials/Administrators  Category.  It  is  noted  that  there  are  only  three  positions 
within  the  officials  category.  The  positions  are  presently  filled  by  three  White 
males  and  one  Black  male. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 05  (Water  Supply  Division) 
JOB  CATEGORY:  B (Professionals) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

3 

0 

0 

0 

0 

0 

3 100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 0 

TOTAL 

3 

0 

0 

0 

0 

0 

3 

% 

100 

0 

0 

0 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

* 

* 

X 

0 

RESULTS: 

BS  S3  SB  SB  ss  a SB  ss  s s ss  s 

0 

IBSSBSS 

0 

sssssei 

0 

+3 

+ 1 

0 

+ 1 

AUG  1991  WHITE  BLACK  HISPANIC  ASIAN  FILIPINO  AMER.IND  TOTAL  % 


MEN 

3 

0 

0 

2 

1 

0 6 

86 

WOMEN 

0 

0 

0 

1 

0 

0 1 

14 

TOTAL 

3 

0 

0 

3 

1 

0 7 

% 

43 

0 

0 

43 

14 

0 

100 

BSBSBSSBSBSS 

====== 

SS  SS  =2  5S  SS  SS  SS  SS  SS 

sssssssssss 

SS=SSB=SB=BB 

============ 

sssssss 

91-92  GOALS: 

X 

* 

* 

X 

X 

X 

# 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Asian  or 
Filipino  during  the  1990-1991  Affirmative  Action  Program  Year.  The  unspecified 
goal  was  superseded  through  the  employment  of  three  Asians  and  one  Filipino. 
Although  a goal  was  not  established  for  women,  one  women  was  employed.  For 
the  1991-1992  Affirmative  Action  Program  Year,  the  Division  projects  the  possibility 
of  two  vacancies  in  the  Professionals  Category.  The  Division,  should  the  two 
vacancies  become  available,  establishes  an  unspecified  goal  to  employ  a Black, 
Hispanic  or  woman.  As  of  August  1,  1991,  Blacks  and  Hispanics  are 

unrepresented.  Women  are  underrepresented.  Asians  and  Filipinos  are  well 
above  parity. 


158 


COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 05  (Water  Supply  Division) 

JOB  CATEGORY:  BE  (Professional  Engineers) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

0 

0 

2 

0 

0 

6 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

4 

0 

0 

2 

0 

0 

6 

% 

67 

0 

0 

33 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

* 

X 

* 

X 

* 

RESULTS: 

+ 1 

0 

0 

+ 1 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

5 

0 

0 

3 

0 

0 

8 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

5 

0 

0 

3 

0 

0 

8 

% 

63 

0 

0 

37 

0 

0 

100 

91-92  GOALS: 
============ 

X 

=S=S“  = — c 

* 

* 

X 

* 

X 

=S==E===B= 

* 

S.F.  AVAILABILITY 

JOB  CTGRY  % 73.0  2.6  3.7  14.9  5.3  0.3  WOMEN  5.7 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Hispanic,  Filipino 
or  woman.  The  unspecified  goal  was  not  achieved.  However,  the  Division  did 
attain  an  affirmative  action  hire  through  the  employment  of  an  Asian  male.  The 
Division,  while  not  projecting  a vacancy  in  the  Engineering  Category,  establishes 
an  unspecified  goal  to  employ  a Black,  Hispanic,  Filipino  or  woman,  should  an 
opportunity  arise.  As  of  August  1,  1991,  Blacks,  Hispanics,  Filipinos  and  women 
are  unrepresented. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 05  (Water  Supply  Division) 
JOB  CATEGORY;  C (Technicians) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

1 

0 

0 

4 

100 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

TOTAL 

2 

0 

1 

1 

0 

0 

4 

% 

50 

0 

25 

25 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

* 

X 

X 

* 

X 

1 

RESULTS: 

0 

0 

0 

-1 

+2 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

2 

0 

1 

0 

1 

0 

4 

80 

WOMEN 

0 

0 

0 

0 

1 

0 

1 

20 

TOTAL 

2 

0 

1 

0 

2 

0 

5 

% 

40 

0 

20 

0 

40 

0 

100 

. 





91-92  GOALS: 

==BSSSS===== 

X 

0 

X 1 

X 

_ 

X 

0 

lassess 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0 A WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black  or  Filipino  during 
the  1990-1991  Affirmative  Action  Program  Year  in  the  Technicians  Category.  The 
unspecified  goal  was  superseded  through  the  employment  of  two  Filipinos  and 
one  woman.  However,  one  Asian  was  lost  during  the  1990-1991  Affirmative  Action 
Program  Year.  The  Division  projects  the  possibility  of  filling  one  additional 
position.  A goal  of  one  Asian  is  established  for  the  1991-1992  Affirmative  Action 
Program  Year.  As  of  August  1,  1991,  Blacks,  Asians  and  women  are 
unrepresented.  It  is  noted  that  there  are  only  four  positions  within  the  Technicians 
Category  at  this  time. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 05  (Water  Supply  Division) 
JOB  CATEGORY:  F (Office /Clerical) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

4 

0 

0 

0 

0 

0 

4 

24 

WOMEN 

6 

4 

2 

0 

1 

0 

13 

76 

TOTAL 

10 

4 

2 

0 

1 

0 

17 

% 

59 

23 

12 

0 

6 

0 

100 

BSBE=a=BB=S= 

issbcbses: 

iBBBSSEI 

BSBSBEBB 

========== 

zz3=:se3e:s 

B = BBI 

WOMEN 

90-91  GOALS: 

X 

X 

X 

2 

X 

X 

X 

RESULTS: 

-1 

0 

+1 

+1 

0 

0 

+ 1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MEN 

3 

0 

0 

1 

0 

0 

4 

22 

WOMEN 

6 

4 

3 

0 

1 

0 

14 

78 

TOTAL 

9 

4 

3 

1 

1 

0 

18 

% 

50 

22 

16 

6 

6 

0 

100 

91-92  GOALS: 

X 

X 

X 

1 

X 

X 

X 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  CU  WOMEN  45.2 


AA  Narrative: 

The  Division  established  a goal  to  employ  two  Asians  during  the  1990-1991 
Affirmative  Action  Program  Year.  The  goal  was  partially  met  through  the 
employment  of  one  Asian.  However,  the  Division  also  attained  an  affirmative 
action  hire  through  the  employment  of  a Hispanic.  The  Division  projects  the 
possibility  of  two  vacancies  in  the  Office/Clerical  Category  for  the  1991-1992 
Affirmative  Action  Program  Year.  The  Division  establishes  a goal  to  employ  one 
Asian  during  the  1991-1992  program  year.  As  of  August  1,  1991  with  the 
exception  of  Asians,  all  protected  minority  groups  and  women  are  at  parity  or 
better. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 

05  (Water  Supply  Division) 

JOB  CATEGORY:  G (Skilled  Crafts) 

AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MALE 

24 

1 

8 

5 

1 

0 

39 

95 

FEMALE  1 

0 

0 

1 

0 

0 

2 

5 

TOTAL 

25 

1 

8 

6 

1 

0 

41 

% 

61 

2 

20 

15 

2 

0 

100 

WOMEN 


90-91  GOALS: 

X 

* 

-*  X 

* 

* 

X 

— * 

RESULTS: 

+9 

+ 1 

-2 

0 

+ 1 

0 

-1 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL 

% 

MALE 

34 

2 

6 

5 

2 

0 

49 

98 

FEMALE 

0 

0 

0 

1 

0 

0 

1 

2 

TOTAL 

34 

2 

6 

6 

2 

0 

50 

% 

68 

4 

12 

12 

4 

0 

100 

91-92  GOALS: 

X 

1 

X 

0 

0 

X 

1 

S,F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  6.7 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  a Black,  Asian,  Filipino  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year.  The  Division 
surpassed  their  goal  through  the  employment  of  one  Black  and  one  Filipino.  The 
Division  for  the  1990-1991  program  year  lost  two  Hispanics  and  one  woman. 
However,  Hispanics  remain  at  parity,  although  women  dropped  from  5%  to  2% 
due  to  the  loss.  The  Division  projects  possible  employment  opportunities  for  the 
1991-1992  Affirmative  Action  Program  Year  through  an  anticipated  pipe  line 
inspection  project;  and  as  such,  the  Division  establishes  the  goal  to  employ  one 
Black  and  one  woman  during  the  year.  As  of  August  1,  1991,  the  Division  is 
underrepresented  in  Blacks,  Asians,  Filipinos  and  women. 
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COMPARISON  OF  UTILIZATION 
Goal  Results  and  Established  Goals 


DEPT  - 47  - 05  (Water  Supply  Division) 

JOB  CATEGORY:  H (Service/Maintenance) 


AUG  1990 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

39 

9 

7 

3 

0 

0 

58  94 

WOMEN 

3 

1 

0 

0 

0 

0 

4 6 

TOTAL 

42 

10 

7 

3 

0 

0 

62 

% 

68 

16 

11 

5 

0 

0 

100 

WOMEN 

90-91  GOALS: 

X 

X 

X 

* 

* 

X 

* 

RESULTS: 

-3 

-1 

+3 

0 

0 

0 

0 

AUG  1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILIPINO 

AMER.IND 

TOTAL  % 

MEN 

36 

8 

10 

3 

0 

0 

57  93 

WOMEN 

3 

1 

0 

0 

0 

0 

4 7 

TOTAL 

39 

9 

10 

3 

0 

0 

61 

% 

64 

15 

16 

5 

0 

0 

100 

91-92  GOALS: 

X 

X 

X 

1 

======  = 

1 

X 

0 

S.F.  AVAILABILITY 

JOB  CTGRY  % 57.5  9.9  11.2  15.3  5.4  0.4  WOMEN  45.2 


AA  Narrative: 

The  Division  established  an  unspecified  goal  to  employ  an  Asian,  Filipino  or 
woman  during  the  1990-1991  Affirmative  Action  Program  Year.  The  unspecified 
goal  was  not  achieved.  However,  the  Division  did  attain  affirmative  action  hire 
through  the  employment  of  three  Hispanic  males.  One  Black  male  was  lost. 
However,  Blacks  remain  above  parity.  The  Division  projects  some  employment 
opportunities  during  the  1991-1992  Affirmative  Action  Program  Year;  and  as  such, 
establishes  a goal  to  employ  one  Asian  and  one  Filipino  during  the  1991-1992 
Affirmative  Action  Program  Year.  As  of  August  1,  1991,  Asians  and  women  are 
underrepresented;  Filipinos  are  unrepresented. 
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PUBLIC  UTILITIES  COMMISSION 


AFFIRMATIVE  ACTION  TASKS 


In  Section  I of  this  update,  certain  efforts  are  identified  as  affirmative  action 
accomplishments  which  were  achieved  either  in  whole  or  in  part  during  the  1990-1991 
program  year.  Within  an  affirmative  action  plan  there  are  programs  to  be  developed 
and  implemented  which  are  intended  to  promote  and  further  continuing  progress  with 
respect  to  the  employment,  advancement  and  retention  of  minorities  and  women. 

In  conjunction  with  the  programs  and  actions  are  tasks  which  must  be  carried  out  on  a 
continuous  or  as  needed  basis,  to  insure  the  integrity  and  enhancement  of  EEO 
principles. 

The  action  tasks  which  follow  defines  the  day-to-day  efforts  in  the  areas  affecting 
recruitment,  employment  and  the  retention  of  minorities  and  women  in  Civil  Service 
employment  classifications;  and  the  broader  occupational  categories  where  minorities 
and  women  are  underrepresented  when  compared  to  their  availability  in  the  San 
Francisco  labor  market. 

Please  note,  the  responsible  centers  for  initiating  and  managing  the  specific  tasks 
which  follow. 


RECRUfTMENT  TASKS 


1.  Update  and  maintain  employment  data  for  each  PUC  department/division.  The 
data  shall  provide  the  race,  ethnicity  and  sex  of  employees  In  each  Civil  Service 
classification  and  broader  job  category. 

Timetable:  Continuous 

Responsibility  Center:  PUC,  AA/EEO  Unit 

2.  Review  the  current  employment  data  upon  the  request  of  any  PUC 
department/division  requesting  to  fill  any  employment  vacancies  on  a provisional 
(Non-Civil  Service)  basis. 

Timetable:  Upon  request  to  fill  position 

Responsibility  Center:  PUC,  AA/EEO  Unit 

3.  Advise  PUC,  departments/divisions  seeking  to  fill  a provisional/permanent  position 
of  any  current  underutilization  of  specific  minorities  and  women  in  the  classification 
and  job  category  to  be  filled. 

Timetable:  Upon  request  to  fill  position 

Responsibility  Center:  PUC,  AA/EEO  Unit 

4.  Advise  PUC  departments/divisions  making  an  NCS/permanent  appointment  of  any 
established  employment  goals  with  respect  to  employing  minorities  and  women  in 
those  classifications  and  job  categories  where  minorities  and  women  are 
underutilized. 

Timetable:  Upon  request  to  fill  position 

Responsibility  Center:  PUC,  AA/EEO  Unit  and  PUC,  Operations  Unit 

5.  Develop  and  carry  out  targeted  recruitment  plans  for  position(s)  which  are  to  be 
filled  by  PUC,  department/divisions  on  a provisional  basis. 

Timetable:  Upon  request  to  fill  position 

Responsibility  Center:  PUC,  AA/EEO  Unit 

6.  Coordinate  with  Civil  Service  the  development  and  Implementation  of  targeted 
recruitment  plans  for  PUC  only  examinations. 

Timetable:  Upon  receipt  of  draft  announcement 

Responsibility  Center:  PUC,  AA/EEO  Unit 

7.  Record  employment  data  (race,  ethnicity  and  sex)  of  each  applicant  for  each 
recruitment  conducted  for  a provisional  employment  opportunity. 

Timetable:  Continuous 

Responsibility  Center:  PUC,  AA/EEO  Unit 
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8.  Include  departmental  personnel  participation  in  recruiting  for  PUC  only 
examinations. 

Timetable:  As  required  by  recruitment  plan 

Responsibility  Center:  PUC,  Departments/Divisions 

9.  Maintain  the  prerogative  to  extend  application  filing  dates  or  re-issue  provisional 
employment  announcements  if  minorities  and  women  are  not  in  the  qualified 
applicant  pool  and  the  underrepresentation  of  minorities  and/or  women  is  severe 
in  the  position  and  occupational  category  to  be  filled. 

Timetable:  As  required 

Responsibility  Center:  PUC,  AA/EEO  Unit  and  Manager,  Bureau  of  Personnel 

10.  Maintain  and  update  listings  of  community  based  agencies  who  serve  the 
employment  interests  of  minorities  and  women  for  targeted  recruitment  activity. 

Timetable:  Continuous 

Responsibility  Center:  PUC,  AA/EEO  Unit 

11.  Provide  direct  information  to  sources  which  are  utilized  for  targeted  recruitment  as 
to  minimum  qualifications  and  application  procedures  for  non-civil 
service/permanent  positions  to  be  filled. 

Timetable:  Upon  targeted  recruitments 

Responsibility  Center:  PUC,  AA/EEO  Unit 

12.  Participate  in  annual  job  fairs  for  the  purpose  of  explaining  and  familiarizing 
interested  parties  of  employment  opportunities  within  PUC. 

Timetable:  As  scheduled 

Responsibility  Center:  PUC,  AA/EEO  Unit 


i 
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EMPLOYMENT  TASKS  (Non-Civil  Service  Employment) 


1 . Require  written  justification  from  PUC,  departments/divisions  intending  to  make  a 
provisional  employment  selection  of  a non-protected  applicant  when 
minorities/women  are  underutilized  and  available  in  the  qualified  applicant  pool. 

Timetable:  As  required 

Responsibility  Center:  PUC,  AA/EEO  Unit 

2.  Justifications  which  are  not  directly  employment  related,  shall  be  referred  to  the 
Manager,  Bureau  of  Personnel  and  Training  for  further  review  and  disposition. 

Timetable:  As  required 

Responsibility  Center:  PUC,  AA/EEO  Unit  and  Manager,  Bureau  of  Personnel 

3.  Requests  for  Civil  Service  Commission  Oral  Authorization  shall  only  be  processed 
by  the  Bureau  of  Personnel  and  Training  after  question(s)  involving  justification 
have  been  resolved. 

Timetable:  As  required 

Responsibility  Center:  PUC,  AA/EEO  Unit  and  Manager,  Bureau  of  Personnel 

4.  All  informational  brochures  and  employment  applications  of  PUC  shall  identify 
PUC  as  an  equal  opportunity  employer  and  encourage  minorities,  women  and  the 
handicapped  to  apply  for  any  employment  vacancy. 

Timetable:  Continuous 

Responsibility  Center:  PUC,  AA/EEO  Unit 

5.  Review  all  provisional  job  announcements  to  be  developed  to  insure  that  stated 
minimum  qualifications  and  other  job  requirements  do  not  have  an  adverse 
impact  on  any  protected  group(s). 

Timetable:  As  developed 

Responsibility  Center:  PUC,  AA/EEO  Unit  and  Bureau  of  Personnel 

6.  Request  of  each  PUC,  department/division  that  they  conduct  an  assessment  of 
their  respective  areas  for  the  purpose  of  determining  and  designating  potential 
entry  level  position(s)  for  qualified  persons  who  meet  Department  of  rehabilitation 
criteria  as  being  severely  disabled.  (Civil  Service  Rule  34) 

Timetable:  Annually 

Responsibility  Center:  PUC,  AA/EEO  Unit  and 

PUC  Department/Division  Managers 
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7.  Request  that  any  oral  boards  to  be  established  as  the  means  to  make  a 
provisional  employment  selection  by  any  PUC  department/division,  reflect  the 
representation  of  minorities  and  women. 

Timetable:  As  Boards  are  established 

Responsibility  Center:  PUC,  AA/EEO  Unit 

8.  Provide  individual  EEO  consultation  to  each  PUC  department/division  as  to  their 
progress  in  achieving  a balanced  workforce. 

Timetable:  Semi-annually 

Responsibility  Center:  PUC,  AA/EEO  Unit 

9.  Develop  a spending  plan  which  allocates  a sum  of  money  to  be  utilized 
for  the  printing  and  advertising  of  certain  NCS  and  exempt  vacancies. 

Timetable:  Every  fiscal  year 

Responsibility  Center:  Manager,  Bureau  of  Personnel 


RETENTION  ACTION  TASKS 


1.  Re-issue  and  ensure  the  posting  in  each  PUC  department/division  of  Civil  Service 
Commission  and  Public  Utilities  EEO  policies  and  procedures  including,  but  not 
limited  to  the  following: 

A.  City  and  County  of  San  Francisco  Policy  prohibiting  the  use  of  slurs; 

B.  Public  Utilities  Commission  Policy  regarding  equal  employment  opportunity; 

C.  Public  Utilities  Commission  Policy  prohibiting  sexual  harassment; 

D.  Procedures  for  filing  formal  discrimination  complaints  with  the  Public  Utilities 
AA/EEO  Unit  and  with  the  EEO  Unit  of  Civil  Service. 

Timetable:  Semi-annually  (AA  Review) 

Responsibility  Center:  PUC,  AA/EEO  Unit  and 

PUC,  Department/Division  Managers 

2.  Continue  working  relationships  with  community  based  agencies  and  PUC 
employee  groups  with  interests  related  to  the  employment  and  upward  mobility  of 
women  and  minorities;  particularly  where  such  groups  represent  minorities 
interests  in  areas  of  employment  where  they  are  significantly  underrepresented  . 
Participate  in  scheduled  meetings  with  such  agencies  or  groups.  Receive 
concerns  and  issues  presented  and  concerns  and  issues  to  the  greatest  extent 
possible. 

Timetable:  On-going 

Responsibility  Center:  PUC,  AA/EEO  Unit  and  Manager,  Bureau  of  Personnel 

3.  Receive,  process,  investigate  and  to  every  extent  possible  resolve  charges  of 
alleged  discrimination  filed  by  PUC  employees  or  applicants  for  employment. 

Timetable:  On-going 

Responsibility  Center:  PUC,  AA/EEO  Unit 

4.  Provide  comprehensive  EEO  Training  to  all  PUC  supervisors  and  managers; 
including  training  in  the  prevention  of  sexual  harassment. 

Timetable:  Bi-monthly 

Responsibility  Center:  PUC,  AA/EEO  Unit 

5.  Provide  EEO  Prevention  of  Sexual  Harassment  orientations  to  all  9163  Transit 
Operator  graduating  classes. 

Timetable:  On-going 

Responsibility  Center:  PUC,  AA/EEO  Unit 
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6.  Provide  employment  counseling  as  requested  to  PUC  employees  experiencing  , 
employment  concerns  or  difficulties.  Provide  appropriate  referrals  as  required. 

Timetable:  Continuous 

Responsibility  Center:  PUC,  AA/EEO  Unit 

7.  Conduct  a comprehensive  AA  annual  review  and  provide  a semi-annual  and 
quarterly  goal  attainment  progress  reports. 

Timetable:  Quarterly  Semi-annual 

Responsibility  Center:  PUC,  AA/EEO  Unit 

8.  Disseminate  the  annual  AA  Update  to  PUC  Department  and  Bureau  Managers, 
Personnel  Liaisons,  the  Human  Rights  Commission,  the  Civil  Service  Commission, 
the  Commission  on  the  Status  of  Women,  and  the  Mayor’s  Office. 

Timetable:  Annually 

Responsibility  Center:  PUC,  AA/EEO  Unit 

9.  Consult  PUC  Commissioners  when  complex  EEO/Personnel  policy 
matters  surface. 

Timetable:  As  needed 

Responsibility  Center:  Manager,  Bureau  of  Personnel 

10.  Convene  meetings  of  the  Advisory  Group  on  Women’s  Employment. 

The  purpose  of  the  group  is  to  promote  recruitment,  retention, 

and  fair  treatment  of  PUC  women  employees. 

Timetable:  Monthly 

Responsibility  Center:  Manager,  Bureau  of  Personnel/PUC  AA/EEO  Unit 
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METHOD  OF  AAP  UPDATE  DISSEMINATION 


Th©  Affirmative  Action  Plan  Update  shall  be  distributed  to  all  PUC, 
Department,  Division,  Bureau  Managers  and  Personnel  Liaisons.  Managers 
shall  inform  their  respective  employees  of  its  availability  for  review. 

A copy  of  this  PUC  Affirmative  Action  Plan  update  will  be  available  for  review 
at  the  reception  desk  of  the  Public  Utilities  Commission,  Bureau  of  Personnel 
and  Training,  1 155  Market  Street,  8th  Floor. 

Additional  copies  of  the  Affirmative  Action  Plan  Update  shall  be  sent  to  the 
following: 

1 . Mayor’s  Office 

2.  Public  Utilities  Commission  Members 

3.  General  Manager,  Public  Utilities  Commission 

4.  Civil  Service  Commission,  EEO  Unit 

5.  Human  Rights  Commission 

6.  Commission  on  the  Status  of  Women 
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I.  EQUAL  EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY 

The  Department  of  Public  Works  is  committed  to  equal  employment  opportunity 
and  a program  of  affirmative  action. 

It  is  the  policy  of  the  Department  of  Public  Works  to  afford  equal 
opportunity  in  employment  to  all  persons  without  discrimination  on  the  basis 
of  race,  religion,  sex,  national  origin,  ethnicity,  age,  disability, 
political  affiliation,  sexual  orientation,  color,  marital  status,  medical 
condition  (cancer-related),  or  the  conditions  Acquired  Immune  Deficiency 
Syndrome  (AIDS),  AIDS  Related  Complex  (ARC)  and  Human  Immunodeficiency  Virus 
(HIV). 

Further,  it  is  the  policy  that  no  person  shall  be  retaliated  against  because 
of  that  person's  participation  in  an  employment  discrimination  investigation 
either  as  a complainant  or  witness. 

Therefore,  the  Department  of  Public  Works  is  committed  to  a strong 
Affirmative  Action  Program  in  order  to  further  non-di scriminatory  procedures 
for  increasing  the  representation  of  minorities  and  women  in  historically 
underutilized  areas  of  employment. 

The  Department  of  Public  Works  shall  adopt  and  execute  an  Affirmative  Action 
Program  to  ensure  that  employment  decisions,  including  recruitment, 
selection,  work  assignment,  promotion,  and  compensation  are  based  upon 
job-related  criteria  and  are  made  without  discrimination.  In  the 
implementation  of  the  Affirmative  Action  Plan,  the  Department  of  Public 
Works  will  take  aggressive  steps  to  improve  the  utilization  of  various 
minority  groups  and  women  where  they  are  currently  underrepresented  in  the 
Department. 

It  is  also  the  policy  of  the  Department  of  Public  Works  to  comply  with 
federal,  state,  and  local  equal  employment  opportunity  laws  and  guidelines, 
as  well  as  with  applicable  affirmative  action  requirements  of  various 
funding  sources  and  compliance  agencies. 

All  Deputy  Directors,  Bureau  Heads,  Managers  and  Supervisors  shall  be 
responsible  for  the  implementation  of  this  policy  and  for  ensuring  that  this 
Department  maintains  a discrimination  free  work  environment.  The 
Affirmative  Action  Coordinator  shall  be  responsible  for  coordinating  and 
monitoring  the  implementation  of  this  program.  The  Affirmative  Action  Plan 
and  activities  shall  be  regularly  evaluated  by  the  Affirmative  Action 
tly  to  the  Director,  Public  Works. 
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II.  INTRODUCTION 


The  Department  of  Public  Works  (DPW)  is  a major  City  department  charged  with 
the  responsibility  of  providing  clean,  safe  and  efficient  operation  of  the 
City's  streets  and  sewer  systems,  effective  maintenance  of  City  owned 
building  and  structures,  preservation  of  health  and  safety  in  private 
buildings,  and  the  proper  design  and  construction  of  City  owned  public 
facilities. 

DPW  employs  approximately  1,800  employees  in  almost  300  Civil  Service  job 
classifications.  Pursuant  to  City  Charter,  the  Director  of  the  department 
is  appointed  by  the  Chief  Administrative  Officer.  In  turn,  the  Director 
appoints  Deputy  Directors/Assistant  to  the  Director  of  four  major  divisions: 

Fi nancial  Management/ Admini strati  on 
Operations 
Engineering 
Public  Services 

As  of  June  30,  1991,  the  DPW  employs  approximately  27  administrators,  352 
professionals,  277  technicians,  13  protective  service  workers,  7 
para-professionals,  180  clerical  workers,  388  skilled  craft  workers,  and  538 
service/maintenance  employees,  and  15  exempt  category  employees. 

DPW's  Affirmative  Action  Program  is  prepared  pursuant  to  S.F.  Administrative 
Code  (section  16.9-24),  Civil  Service  Rules,  and  in  accordance  with  federal, 
state  and  local  laws  and  agencies  having  jurisdiction  in  the  area  of  equal 
employment  opportunity. 

The  objectives  of  the  Affirmative  Action  Program  are  to  ensure  fair  and 
equal  employment  opportunities  for  employees  and  applicants  on  the  basis  of 
ability  without  regard  to  race,  ethnicity,  national  origin,  sex,  sexual 
orientation,  religion,  age,  physical  disability,  AIDS,  AIDS  Related  Complex 
HIV,  political  affiliation  or  other  non-job-related  factors.  It  is  also  the 
objective  of  the  Affirmative  Action  Program  to  outline  actions  to  maximize 
the  utilization  of  the  City's  available  human  resources.  By  applying  sound 
management  and  merit  principles,  available  data  reflecting  job  market 
conditions,  employment  factors  and  availability  of  persons  possessing 
requisite  skills,  the  Department  of  Public  Works  will  make  every  attempt  to 
alleviate  all  disparity  in  the  employment  of  minorities  and  women  in  the 
Department's  workforce. 

DEFINITIONS 


For  the  purposes  of  this  Affirmative  Action  Plan  and  program,  the  Department 
will  adopt  federal  Equal  Employment  Opportunity  Commission  (EEOC)  and  Civil 
Service  Commission  (CSC)  definitions  with  regard  to  Occupational  Categories 
and  race/ethnic  groups: 

White:  All  persons  having  origins  in  any  of  the  original  peoples  of 

Europe,  North  Africa  or  the  Middle  East; 

Black:  All  Persons  having  origins  in  any  of  the  Black  racial  groups 

of  Africa; 
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Hispanic:  All  persons  of  Mexican,  Puerto  Rican,  Cuban,  Central  or 

South  American,  or  Spanish  culture  or  origin,  regardless  of  race; 

Asian  or  Pacific  Islander:  All  persons  having  origins  in  any  of  the 

original  peoples  of  the  Far  East,  Southeast  Asia,  the  Indian 
Subcontinent,  or  the  Pacific  Islands; 

Filipino:  All  persons  having  origins  in  any  of  the  original  peoples 

of  the  Philippine  Islands; 

American  Indian  or  Alaskan  Native:  All  persons  having  origins  in  any 

of  the  original  peoples  of  North  America,  and  who  maintain  cultural 
identification  through  tribal  affiliation  or  community  recognition. 

OCCUPATIONAL  CATEGORIES 


Officials  and  Administrators 

Occupations  in  which  employees  set  broad  policies,  exercise  overall 
responsibility  for  the  execution  of  these  policies,  or  direct 
individual  departments  or  special  phases  of  the  agency's  operation,  or 
provide  specialized  consultation  on  a regional,  district  or  area 
basis.  Includes:  Department  heads,  bureau  chiefs,  division  chiefs, 

directors,  deputy  directors,  controllers,  examiners,  wardens, 
superintendents,  sheriffs,  police  and  fire  chiefs  and  inspectors,  and 
kindred  workers. 

Professional s 

Occupations  which  require  specialized  and  theoretical  knowledge  which 
is  usually  acquired  through  college  training  or  through  work  experience 
and  other  training  which  provides  comparable  knowledge.  Includes: 
Personnel  and  labor  relations  workers,  social  workers,  doctors, 
psychologists,  registered  nurses,  economists,  dietitians,  lawyers, 
systems  analysts,  accountants,  engineers,  employment  and  vocational 
rehabilitation  counselors,  teachers  or  instructors,  police  or  fire 
captains  and  lieutenants  and  kindred  workers. 

Technicians 

Occupations  which  require  a combination  of  basic  scientific  or 
technical  knowledge  and  manual  skill  which  can  be  obtained  through 
specialized  post-secondary  school  education  or  through  equivalent 
on-the-job  training.  Includes:  computer  programmers  and  operators, 

drafters,  surveyors,  licensed  practical  nurses,  photographers,  radio 
operators,  technical  illustrators,  highway  technicians,  technicians 
(medical,  dental,  electronic,  physical  sciences),  assessors, 
inspectors,  police  and  fire  sergeants  and  kindred  workers. 

Protective  Service  Workers 

Occupations  in  which  workers  are  entrusted  with  public  safety, 
security  and  protection  from  destructive  forces.  Includes:  police 

patrol  officers,  fire  fighters,  guards,  deputy  sheriffs,  bailiffs, 
correctional  officers,  detectives,  marshals,  harbor  patrol  officers  and 
kindred  workers. 
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Paraprofessionals 

Occupations  in  which  workers  perform  some  of  the  duties  of  a 
professional  or  technician  in  a supportive  role,  which  usually  require 
less  formal  training  and/or  experience  normally  required  for 
professional  or  technical  status.  Such  positions  may  fall  within  an 
identified  pattern  of  staff  development  and  promotion  under  a "new 
careers  concept.  Includes:  library  assistants,  research  assistants, 

medical  aides,  child  support  workers,  police  auxiliary,  welfare  service 
aides,  recreation  assistants,  homemakers  aides,  home  health  aides  and 
kindred  workers. 

Office  and  Clerical 

Occupations  in  which  workers  are  responsible  for  internal  and  external 
communication,  recording  and  retrieval  of  data  and/or  information  and 
other  paperwork  required  in  an  office.  Includes:  bookkeepers, 

messengers,  office  machine  operators,  clerk  typists,  stenographers, 
court  transcribers,  hearing  reporters,  statistical  clerks,  dispatchers, 
license  distributors,  payroll  clerks  and  kindred  workers. 

Skilled  Craft  Workers 

Occupations  in  which  workers  perform  jobs  which  require  special  manual 
skill  and  a thorough  and  comprehensive  knowledge  of  the  processes 
involved  in  the  work  which  is  acquired  through  on-the-job  training  and 
experience  or  through  apprenticeship  or  other  formal  training 
programs.  Includes:  mechanics  and  repairers,  electricians,  heavy 

equipment  operators,  stationary  engineers,  skilled  machining 
occupations,  carpenters,  compositors  and  typesetters  and  kindred 
workers. 

Service-Maintenance  Workers 

Occupations  in  which  workers  perform  duties  which  result  in  or 
contribute  to  the  comfort,  convenience,  hygiene  or  safety  of  the 
general  public  or  which  contribute  to  the  upkeep  and  care  of  buildings, 
facilities  or  grounds  of  public  property.  Includes:  chauffeurs, 

laundry  and  dry  cleaning  operatives,  truck  drivers,  bus  drivers,  garage 
laborers,  custodial  employees,  gardeners  and  groundskeepers,  refuse 
collectors,  construction  laborers,  and  kindred  workers. 
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III.  DESIGNATION  OF  RESPONSIBILITIES 


The  Director  shall: 

1.  Have  overall  responsibility  for  the  administration  of  the  Affirmative 
Action  Program  and  Plan; 

2.  Provide  policy  direction  for  the  Affirmative  Action  Program  to  ensure 
that  equal  employment  opportunity  exists  in  the  department  and  that 
affirmative  action  goals  are  achieved; 

3.  Regularly  communicate  and  issue  directives  to  Deputy  Directors,  the 
Assistant  to  the  Director  and  all  Bureau  Heads  to  assure  compliance 
with  the  Affirmative  Action  Program; 

4.  Hold  accountable  all  individuals  so  named  in  the  Affirmative  Action 
Program  with  specific  affirmative  action  responsibilities.  This  will 
include  but  not  be  limited  to  Deputy  Directors,  Bureau  Heads,  Affirmative 
Action  Coordinator,  Senior  Departmental  Personnel  Officer,  and  Personnel 
division  staff. 

5.  Regularly  confer  with  the  Affirmative  Action  Coordinator  to  review  and 
evaluate  the  implementation  of  the  Affirmative  Action  Program,  goals  and 
progress. 

6.  Delegate  the  development,  implementation  and  administration  of  the 
affirmative  action  plan  to  the  Deputy  Director,  Financial  Management  and 
Administration,  the  Senior  Departmental  Personnel  Officer  and  the 
Department's  Affirmative  Action  Coordinator. 

The  Senior  Departmental  Personnel  Officer  shall  designate  an  Affirmative 
Action  Coordinator. 

The  Affirmative  Action  Coordinator  shall  coordinate  all  aspects  of  the  DPW 
Affirmative  Action  Plan  which  are  intended  to  increase  the  representation  of 
minorities  and  women  in  job  categories  and  Civil  Service  employment 
classifications  where  underutilization  exists.  The  Affirmative  Action 
Coordinator  shall  also: 

1.  Review  and  monitor  the  progress  of  all  Public  Works  bureaus  and 
divisions  with  regard  to  achieving  affirmative  action  goals  on  an  annual 
basis. 

2.  Monitor  records  of  appointments,  transfers,  promotions,  separations, 
lay-offs,  disciplinary  actions  in  the  DPW  workforce  to  ensure  that  the 
department's  policy  of  non-discrimination  is  implemented. 

3.  Provide  verbal  and  written  reports  concerning  DPW  Affirmative  Action 
progress  to  the  Director  of  Public  Works,  the  CAO  and  appropriate  bureau 
heads,  deputies,  etc. 

4.  Provide  to  local,  state  and  federal  agencies,  information  and  or  reports 
related  to  equal  employment  opportunity  and  affirmative  action  matters. 

5.  Insure  the  processing  and  timely  investigation  of  complaints  alleging 
discrimination  filed  against  the  Department  of  Public  Works  or  any  of  its 
subdivi sions. 
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6.  Work  with  members  of  the  Staff  Development  Unit  to  develop  curricula 
to  meet  EEO/AA  training  needs  of  the  department. 

The  Personnel  Analysts,  through  the  Senior  Departmental  Personnel  Officer, 
and  with  the  guidance  of  the  AA  Coordinator,  will  provide  advice  and 
assistance  to  operating  managers,  supervisors  and  personnel  liaisons 
regarding  the  AA  Program,  the  implementation  of  uniform  employee  selection 
procedures,  and  the  performance  of  targeted  recruitment  efforts. 

All  DPW  managers  and  supervisors,  regardless  of  level,  have  responsibility 
for  ensuring  that  the  work  environments  within  their  purview  are  free  from 
discriminatory  and  harassing  behaviors  and  that  EEO  laws  and  policies  are 
compl ied  with. 

All  DPW  employees,  contractors,  and  other  persons  with  official  contact 
with  the  Department  of  Public  Works,  are  required  to  maintain  a work 
environment  free  from  discrimination  and  harassment  in  their  interactions 
with  others. 
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IV.  DPW  WORKFORCE  ANALYSIS 


SUMMARY:  In  order  to  standardize  a city  wide  work  force  analysis,  the  San 

Francisco  Civil  Service  Commission  has  directed  City  departments  to  use 
employment  data  as  of  June  30,  1991.  The  use  of  a common  date  by  all  City 
departments  will  facilitate  the  consolidation  of  workforce  data  into  the 
City  and  County's  Affirmative  Action  Plan  for  the  purpose  of  reporting  to 
the  Mayor's  Office,  the  Board  of  Supervi sors,  the  Civil  Service  Commission, 
the  Human  Rights  Commission  and  various  federal  and  state  regulatory  and 
oversight  agencies. 

The  utilization  analysis  of  the  Department  of  Public  Work's  workforce 
is  intended  to  provide  indications  of  areas  within  DPW'S  employee 
composition  where  minority  and  women  are  not  present  in  numbers  equivalent 
to  their  availability  in  the  City  and  County  of  San  Francisco.  The 
identification  of  these  areas  of  underutilization  is  used  in  the 
establishment  of  employment  goals  for  the  1992/1993  Affirmative  Action  Plan 
year  so  that  representation  within  the  workforce  may  be  more  reflective  of 
the  community. 

Analysis  of  the  DPW  employment  force  is  done  at  the  department  wide 
level  by  occupational  category;  at  the  bureau  level  by  occupational 
category;  and  for  Civil  Service  Classifications  with  twenty  or  more 
employees.  Those  occupational  categories  or  classifications  with  twenty  or 
more  employees  which  show  1%  or  more  underutilizations  for  women  or 
minorities,  have  specific  employment  goals  established  for  the  forthcoming 
AA  Plan  year. 

Although  the  workforce  data  base  which  is  being  used  is  as  of  June  30, 
1991,  consideration  has  been  given  to  the  workforce  of  the  DPW  employment 
figures  as  of  March  1992  for  the  establishment  of  goals  and  as  a measurement 
of  progress  toward  employment  parity  for  minorities  and  women.  For  example, 
Hispanic  representation  in  the  professional  category  shows  a total  of  eleven 
Hispanic  employees  at  6%  as  of  June  30,  1991.  A comparison  to  March  1992, 
however,  demonstrates  an  increase  of  one  Hispanic  to  twelve  employees,  and 
an  increase  to  7%  in  this  occupational  category.  In  instances  such  as  this, 
the  most  recent  data  is  used  for  establishing  goals. 

A review  of  the  DPW's  department  wide  workforce  indicates  the  following 
signi f icant  character!* sties: 

Within  the  Officials/Administrators  category,  women  are 
underrepresented  while  Blacks,  Hispanics  and  Filipinos  fill  none  of  these 
positions. 

The  Professional  (Miscellaneous)  occupational  category  shows 
underrepresentation  for  Blacks  (-1%),  Hispanics  (-4.2%)  and  women  (-15.2%). 

The  Professional  (Architects)  category  shows  no  representation  of 
Blacks.  However,  in  a significant  accomplishment,  all  other  minorities  and 
women  are  at  full  parity  representation  for  the  architect  category. 


7 


Another  significant  achievement  has  been  made  in  the  Professionals 
(Engineers)  category  in  that  all  minorities  and  women  are  at  full  parity 
representation  or  above. 

(Special  Occupational  Tabulations  based  on  the  1980  U.S.  Census  have 
established  different  percentage  utilization  levels  for  the  Architect  and 
Engineer  categories  than  exist  for  all  other  occupational  categories  in  San 
Francisco.  These  utilization  levels  are  lower  for  women  and  minorities 
based  on  licensing  requirements  and  other  related  factors.) 

Within  the  Technicians  group,  all  minorities  are  at  parity.  Women  are 
underrepresented  at  14%. 

In  the  Protective  Services  category,  Hispanics  are  underrepresented. 
However,  due  to  the  small  number  of  employees  (13)  in  the  department,  goals 
are  not  being  established. 

The  same  circumstance  exists  for  Paraprofessional s where  Asians  are 
not  represented,  but  since  only  seven  employees  comprise  this  entire 
category,  no  goals  are  established. 

The  Office/Clerical  category  also  has  full  representation  for  all 
minorities  and  women  on  a department  wide  basis. 

In  the  Skilled  Crafts  category  Asians  are  the  only  group  which  is 
underrepresented.  All  other  minorities  and  women  are  at  parity.  However, 
since  the  workforce  figures  for  women  in  the  Skilled  Crafts  category  shows 
underrepresentation  on  a city-wide  basis,  managers  and  supervisors  are 
encouraged  to  continue  their  efforts  in  employing  women  in  this  field. 

The  Service/Maintenance  category  also  shows  full  minority 
representation.  Women  are  underrepresented  in  this  group.  However,  women 
representation  increased  from  14%  to  16%  during  the  period  of  June  1991  to 
March  1992.  Again,  based  on  the  1980  Census,  parity  figures  for  women  in 
this  category  is  established  at  25%  rather  than  45.2%  as  is  the  case  for 
most  of  the  other  categories. 

(NOTE:  Availability  of  American  Indians  in  the  workforce  is  too  small 

to  provide  statistical  significance  and  therefore  goals  are  not  established 
but  are  encouraged  when  possible.) 
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5UC /MAINTENANCE  192 
36% 


2% 


128 

24% 


75 

14% 


461 

86% 


CCU PAT I ON  GROUP  WHITE  BLACK  HISP. 
- ELECTED /EXEMPT  11  2 2 

73%  13%  13% 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 
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RPT23C  *****************CITY  AND  COUNTY  OF  SAN  FRANCISCO****************PAGE  i 
* 

PERSONNEL  ACTION  REQUEST  SYSTEM 


* DEPARTMENT  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

* DPW  02/21/92 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCl.JP  GROUP  i 

* * * * **  * * *:«*  * * * * * * * * * * * * >K  ***  * ***  * * * **  * **  * * * ****  * * * * X * * * * * * * * * ****  * * ****  * **  * * * ^ 


OCCUPATION  GROUP 
A - OFFICIALS/ADM . 


WHITE  BLACK  HISP. 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TOT 
5 0 0 2-4  1 2 

0% 


20% 


0% 


967* 


•47* 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOT  i 


B - PROF.  C ARCH 3 


13 

52% 


0% 


3% 


OCCU PAT I ON  G ROU P 
B - PROFESSIONALS 


OCCUPATION  GROUP 
C - TECHNICIANS 


W 


24 

10% 


70% 


4% 


OCCUPATION  GROUP  WHITE  BLACK  HISP. 
B ~ PROF.  CENG 3 39  4 6 

27% 


WHITE  BLACK  HISP. 
66  13  12 

38%  8%  7% 


ITE  BLACK  HISP. 


24 

10% 


OCCUPATION  GROUP  WHITE  BLACK  HISP. 
D -•  PROTECTIVE  SVCS  2 7 2 

13%  47% 


13% 


OCCUPATION  GROUP  WHITE  BLACK  HISP. 
E - PARA- PROF.  171 

11% 


11% 


36% 


30% 


8% 


0% 


22 

88% 


12% 


ASIAN 

87 

60% 


FILIP.  AM.IND.  MALE 
8 0 131 

0%  91% 


6% 


FEML  TOT 
13  1* 

9% 


ASIAN  FILIP.  AM.IND.  MALE 


29 

17% 


0 120 

0%  70% 


FEML  TOT  . 


30% 


ASIAN 

79 

32% 


FILIP.  AM.IND.  MALE 
14 
6% 


2 218 

1%  87% 


FEML  T01. 

32  2J 
13% 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TOT 


73%  27% 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TOT  - 
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■7$3C  >K>»oK>«o<ot<>»<?K5»oX>»<>K>K>K;{o|o»<CITY  AND  COUNTY  OF  SAN  FRANCISCO****************PAGE  2 


* 

’{DEPARTMENT  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED:  * 

DRW  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

J BY  OCCUP  GROUP  * 


* * >K  * * * * X<*  * * * * * * * * **  * * * * * * * * >f<  * * **  * * ***  >K  >K  * * **  * * * * * * * *******  * ***  * * * ***  * *******  * 


iC  IJPATION  GROUP  WHITE  BLACK 
— OFFICE/ CLERICAL  44  28 

25%  16% 


l-IISP 

20 

11% 


ASIAN 

49 

28% 


FILIP.  AM.IND.  MALE 
36  0 35 

20%  0%  20% 


FEML  TOTAL 
142  177 

80% 


iC  IJPATION  GROUP  WHITE 
- 5 1<  I LI..ED  C RAFT  22 0 


DURATION  GROUP  WHITE 
•If.  VC  / M A I NTEN  ANCE  1 89 

33% 


BLACK 


75 

18% 


BLACK 
.1. 1 6 
20% 


H 1 5 P . ASIAN 
46  39 

11%  9% 


FILIP.  AM.IND.  MALE 
28  3 378 

7%  1%  92% 


l-IISP 

133 

23% 


ASIAN  FILIP.  AM.IND.  MALE 
99  26  6 479 

17%  5%  1%  84% 


FEML  TOTAL 
33  411 

8% 

FEML  TOTAL 
90  569 

16% 


DURATION  GROUP  WHITE  BLACK 
-ELECTED /EXEMPT  14  3 


70%  15% 


l-IISP.  ASIAN 
3 0 

15%  0% 


FILIP.  AM.IND.  MALE 
0 0 13 

0%  0%  65% 


FEML  TOTAL 
7 20 

35% 


> 
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COMPARATIVE  UTILIZATION 
BY  OCCUPATIONAL  CATEGORY 
JUNE  30,1991  - MARCH  1,  1992 


CATEGORY  A:  OFFICIALS/ADMINISTRATORS 


TOTAL 

1991 

# 

WHITE 

21 

BLACK 

0 

HISPANIC 

0 

ASIAN 

6 

% 

78 

0 

0 

22 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

20 

0 

0 

5 

% 

80 

0 

0 

20 

CATEGORY  B: 

PROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

TOTAL 

1991 

# 

67 

15 

11 

55 

% 

38 

8 

6 

31 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

66 

13 

12 

52 

% 

38 

8 

7 

30 

FILI  INDIAN  MEN  WOMEN 


0 

0 

26 

1 

27 

0 

0 

96 

4 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

24 

1 

25 

0 

0 

96 

4 

100 

FILI 

INDIAN 

MEN 

WOMEN 

29 

0 

124 

53 

177 

16 

0 

70 

30 

100 

5.4 

0.4 

54.8 

45.2 

29 

0 

120 

52 

172 

17 

0 

70 

30 

100 

13 


CATEGORY  B:  PROFESSIONALS  (ARCHITECTS) 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

13 

0 

1 

10 

% 

50 

0 

4 

38 

PARITY 

1992 

73.0 

2.6 

3.7 

14.  < 

# 

13 

0 

1 

9 

% 

52 

0 

4 

36 

CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

43 

4 

4 

85 

% 

29 

3 

3 

57 

PARITY 

1992 

73.0 

2.6 

3.7 

14.9 

# 

39 

4 

6 

87 

% 

27 

3 

4 

60 

FILI 

INDIAN 

MEN 

WOMEN 

2 

0 

23 

3 

26 

8 

0 

88 

12 

100 

5.3 

0.3 

94.3 

5.7 

2 

0 

22 

3 

25 

8 

0 

88 

12 

100 

FILI 

INDIAN 

MEN 

WOMEN 

11 

2 

138 

11 

149 

7 

1 

93 

7 

100 

5.3 

0.3 

94.3 

5.7 

8 

0 

131 

13 

144 

6 

0 

91 

9 

100 

CATEGORY  C:  TECHNICIANS 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

123 

24 

27 

84 

% 

44 

9 

10 

30 

PARITY 

1992 

57.5 

9.9 

11.2 

15.3 

# 

107 

24 

24 

79 

% 

43 

10 

10 

32 

CATEGORY  D: 

PROTECTIVE  SERVICES 

WHITE 

BLACK 

HISPANIC 

ASIAN 

TOTAL 

1991 

# 

2 

6 

1 

3 

% 

15 

46 

8 

23 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

2 

7 

2 

3 

% 

13 

47 

13 

20 

INDIAN 

MEN 

WOMEN 

2 

237 

40 

277 

1 

86 

14 

100 

0.4 

54.8 

45.2 

2 

218 

32 

250 

1 

87 

11 

100 

INDIAN 

MEN 

WOMEN 

0 

9 

4 

13 

0 

69 

31 

100 

0.4 

54.8 

45.2 

0 

11 

4 

15 

0 

73 

27 

100 

FILI 

17 

6 

5.4 

14 

6 

FILI 

1 

8 

5.4 

1 

7 
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CATEGORY  E:  PARAPROFESSIONALS 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

1 

5 

1 

0 

% 

14 

71 

14 

0 

PARITY 

1992 

57.5 

9.9 

11.2 

15.3 

# 

1 

7 

1 

0 

% 

11 

78 

11 

0 

CATEGORY  F: 

OFFICE  & CLERICAL 

WHITE 

BLACK 

HISPANIC 

ASIAN 

TOTAL 

1991 

# 

44 

26 

20 

51 

% 

24 

14 

11 

28 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

44 

28 

20 

49 

% 

25 

16 

11 

28 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

4 

3 

7 

0 

0 

57 

43 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

5 

4 

9 

0 

0 

56 

44 

100 

FILI 

INDIAN 

MEN 

WOMEN 

38 

1 

37 

143 

180 

21 

1 

21 

79 

100 

5.4 

0.4 

54.8 

45.2 

36 

0 

35 

142 

177 

20 

0 

20 

80 

100 

16 


CATEGORY  G:  SKILLED  CRAFT 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

216 

63 

43 

% 

56 

16 

11 

PARITY 

1992 

57.5 

9.9 

11.2 

# 

220 

75 

46 

% 

54 

18 

11 

CATEGORY  H: 

SERVICE/MAINTENANCE 

WHITE 

BLACK 

HISPANIC 

TOTAL 

1991 

# 

192 

117 

128 

% 

36 

22 

24 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

189 

116 

133 

% 

33 

20 

23 

FILI 

INDIAN 

MEN 

WOMEN 

26 

3 

354 

34 

388 

7 

1 

91 

9 

100 

5.4 

0.4 

93.7 

6.7 

28 

3 

378 

33 

411 

7 

1 

92 

8 

100 

FILI 

INDIAN 

MEN 

WOMEN 

19 

7 

461 

77 

538 

4 

1 

86 

14 

100 

5.4 

0.4 

54.8 

45.2 

26 

6 

479 

90 

569 

5 

1 

84 

16 

100 

ASIAN 

37 

10 

15.3 

39 

9 

ASIAN 

75 

14 

15.3 

9 

17 
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I.  Total  Department/Division  Composition  and  Utilization 
Use  a separate  form  for  department  and  each  division. 

If  by  Division,  identify: 


By  Race/Ethni ci tv 

As  Of 
Number 

6/30/91 

Percent 

Avai lability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

733 

41% 

Black 

262 

15% 

9 . 9°/o 

No 

Hi s pan i c 

238 

13% 

11.27. 

No 

Asian 

406 

23% 

15.37. 

No 

Filipino 

143 

8% 

5 . 47. 

No 

Amer  Indiar 

15 

.1% 

0 . 47. 

No 

By  Gender 

Male 

1425% 

79% 

Female 

372 

21% 

45.27. 

24.2 

Yes 

Total 

1797 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is 
or  greater. 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 

Category:  Officials  & Administrators 

If  by  division,  identify: 


By  Race /Ethni city 

As  Of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i tv 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

21 

81% 

Black 

0 

0 

9.9 

9.9 

Yes 

Hi spanic 

0 

0 

11.2 

11.2 

Yes 

Asian 

5 

19% 

15.3 

No 

Filipino 

0 

0 

5.4 

5.4 

Yes 

Ame^  Indian 

0 

0 

.4 

.4 

No 

By  Gender 

Male 

25 

96% 

Female 

1 

4% 

45.5 

41.2 

Yes 

Total 

26 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

5120  Asst.  City  Architect  - 2 


5178  Asst.  Supt.  Property  Conservation  - 2 

5179  Asst.  Supt.  Building  Inspection  - 3 
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II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Professionals 


If  by  divi sion,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

67 

38% 

Black 

15 

8% 

9.9 

1.9 

Yes 

Hi spanic 

11 

6% 

11.2 

5.2 

Yes 

Asian 

55 

31% 

15.3 

No 

Filipino 

29 

16% 

5.4 

No 

Amer  Indian 

0 

0 

.4 

No 

By  Gender 

Male 

124 

70% 

Female 

53 

30% 

45.2 

15.2 

No 

Total 

177 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 

Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

1650  Accountant  - 6 2478  Senior  Sewage  Treatment  Chemist  - 6 

1652  Senior  Accountant  - 8 6270  Housing  Inspectors  - 19 

1654  Principal  Accountant  - 6 
1842  Management  Assistant  - 6 

1844  Sr.  Management  Assistant  - 4 

2471  Water  Quality  Chemist  - 15 

2473  Marine  Biologist  - 5 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Professionals  (Architects) 


If  by  division,  identify: 

By  Race / Ethn i ci tv 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i tv 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

13 

50% 

Black 

0 

0 

2.4% 

2.4% 

Yes 

Hispanic 

1 

4% 

3.1% 

No 

Asian 

10 

38% 

9.7  % 

No 

Fi 1 i pi  no 

2 

8% 

3.4% 

No 

Amer  Indian 

0 

0 

.4% 

No 

By  Gender 

Male 

23 

88% 

Female 

3 

12% 

10.5 

No 

Total 

26 

100 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

5266  Architectural  Associate  II  - 13 


5268  Architect  - 20 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Professionals  (Engineers) 


If  fay  division,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  onl y) 

AA  Goal' 
Yes/No 

White 

43 

29% 

Black 

4 

3% 

2.6% 

No 

Hi spani c 

4 

3% 

3.7  % 

.7 

No 

Asian 

85 

57% 

14.9% 

No 

Filipino 

11 

7% 

5.3% 

No 

Amer  Indian 

0 

0 

.3% 

.3 

No 

By  Gender 

Male 

138 

93% 

Female 

11 

7% 

5.7% 

No 

Total 

149 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

5204  Assistant  Civil  Engineer  - 34 


5206  Assoc.  Civil  Engineer  - 25 


5208  Civil  Engineer  - 20 


5504  Project  Manager  II  - 11 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 


Category:  Technicians 

If  by  division,  identify: 

By  Race /Ethni c i tv 

As  of 
Number 

6/30/91 

Percent 

Variance 
Avai 1 abi 1 i tv  (-  only) 

AA  Goal 
Yes/No 

White 

123 

44% 

Black 

24 

9% 

9.9  .9 

No 

Hispanic 

27 

10% 

11.2  1.2 

Yes 

Asian 

84 

30% 

15.3 

No 

Fi 1 i pi  no 

17 

6% 

5.4 

No 

Amer  Indian 

2 

1% 

.4 

No 

By  Gender 

Male 

237 

86% 

Female 

40 

14% 

45.2  31.2 

Yes 

Total 

277 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  " 

or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

6106  Sanitary  Engineering  Technician  - 27 


6331  Building  Inspectors  - 40 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Protective  Services 


If  by  division,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

2 

15% 

Black 

6 

46% 

9.9 

No 

Hi spanic 

1 

8% 

11.2 

3.2 

No 

Asian 

3 

23% 

15.3 

No 

Filipino 

1 

8% 

5.4 

No 

Amer  Indian 

0 

0 

.4 

.4 

No 

By  Gender 

Male 

9 

69% 

Female 

4 

31% 

45.2 

14.2 

No 

Total 

13 

100% 

(Note:  Less  Than 
20  in  Category) 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each : 

8207  Bldg.  & Grounds  Patrol  Officer  - 8 


8280  Environmental  Control  Officer  - 5 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Paraprofessionals 


If  by  di vi sion , identify: 


As  of  6/30/91 
Number  Percent 


White 

l 

14% 

Black 

5 

71% 

Hi spanic 

1 

14% 

Asian 

0 

0 

Filipino 

0 

0 

Amer  Indian 

0 

0 

By  Gender 

Male 

4 

57% 

Female 

3 

43% 

Total 

7 

100% 

Avai 1 abi 1 i ty 


9.9 


45.2  , 


Variance 
(-  only) 


2.2 


AA  Goa  1 ? 
Yes/No 


(Note:  Categorj 
Less  Than  20) 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


9916  Public  Service  Aide,  Public  Works  - 4 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Office  /Clerical 


If  by  division,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai lability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

44 

24% 

Black 

26 

14% 

9.9 

No 

Hispanic 

20 

11% 

11.2 

.2 

No 

Asian 

51 

28% 

15.3 

No 

Fi 1 i pi  no 

38 

21% 

5.4 

No 

Amer  Indian 

1 

.1% 

.4 

.3 

No 

By  Gender 

Male 

37 

21% 

Female 

143 

79% 

45.2 

No 

Total 

180 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Skilled  Craft 


If  by  division,  identify: 

By  Race/Ethni ci tv 

As  of 
Number 

6/30/91 

Percent 

Avai labi 1 itv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

216 

56% 

Black 

63 

16% 

9.9 

No 

Hispanic 

43 

11% 

.2 

No 

Asian 

37 

10% 

15.3 

5.3 

No 

Fi 1 i pi  no 

26 

7% 

5.4 

No 

Amer  Indian 

3 

.1% 

.4 

.3 

By  Gender 

Male 

354 

91% 

Female 

34 

9% 

6.7 

No 

Total 

388 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 
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II.  Composition  and 

Utilization  by  Occupational  Category 

Use  a separate  form  for  each  category, 

or  category  within  a division. 

Category:  Service/Maintenance 

If  by  division,  identify: 

By  Race/Ethnicitv 

As  of 
Number 

6/30/91 

Percent 

Variance 
Avai labi 1 itv  (-  onl y) 

AA  Goal 
Yes/No 

White 

192 

36% 

Black 

117 

22% 

9.9 

No 

Hispanic 

128 

24% 

11.2 

No 

Asian 

75 

14% 

15.3  1.3 

Yes 

Fi 1 i pi  no 

19 

4% 

5-4  1.4 

Yes 

Amer  Indian 

7 

.1% 

.4  -3 

No 

By  Gender 

Male 

461 

86% 

Female 

77 

14% 

25%  3! . 2 

Yes 

Total 

m 

1D-Q1 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  “A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

2708  Custodian  - 145 


3417  Gardener  - 37 


7355  Truck  Driver  - 84 


7421  Sewer  Maintenance  Worker  - 27 


7514  General  Laborer  - 179 
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III.  Composition  and  Utilization  by  Classification 

Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  1426  Senior  Clerk  Typist 


If  by  division,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Variance 
Avai labi 1 i tv  (-  only) 

AA  Goal 
Yes/No 

White 

18 

29% 

Black 

11 

18% 

9.9 

No 

Hispanic 

7 

11% 

11.2  .2 

No 

Asian 

14 

23% 

15.3 

No 

Filipino 

11 

18% 

5.4 

No 

Amer  Indian 

1 

2% 

.4 

No 

By  Gender 

Male 

6 

10% 

Female 

56 

90% 

45.2 

No 

Total 

62 

100% 

Affirmative  action 

goals  are 

needed  if 

a)  total  number  of  employments  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  2708  Custodian 


If  by  division,  identify: 


By  Race /Ethn i city 

As  of 
Number 

6/30/91 

Percent 

Availability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

2 

2% 

Black 

23 

23% 

9.9 

No 

Hi spani c 

20 

20% 

11.2 

No 

Asian 

49 

49% 

15.3 

No 

Fi 1 ipino 

4 

4% 

5.4 

1.4 

Yes 

Amer  Indian 

2 

2% 

.4 

.4 

No 

By  Gender 

Male 

65 

65% 

Female 

35 

35% 

45.2 

10.2 

Yes 

Total 

100 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


30 


III.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  3417  Gardener 


If  by  division,  identify: 


By  Race /Ethni c 1 t v 

As  of  6/30/91 
Number  Percent 

Aval  1 ab 1 1 1 tv 

Variance 
(-  only) 

AA  Goal' 
Yes/No 

White 

24 

67% 

Black 

4 

11% 

9.9 

No 

Hi spani c 

4 

11% 

11.2 

.2 

No 

Asian 

2 

6% 

15.3 

9.3 

Yes 

Fi 1 ipi no 

2 

6% 

5.4 

No 

Amer  Indian 

0 

0 

.4 

.4 

No 

By  Gender 

Hale 

22 

61% 

Female 

14 

39% 

45.2 

6.2 

Yes 

Total 

36 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 

Use  a separate  form  for  each  classification  with  20  or  more  employments. 

Classification:  5204  Assistant  Civil  Engineer 

If  by  division,  identify: 

As  of  6/30/91  Variance  AA  Goal? 

By  Race/Ethnicity  Number  Percent  Avai labi 1 ity  (-  only)  Yes/No 

White 2 20% 


Black 

2 

6% 

2.6% 

No 

Hispanic 

2 

6% 

3.6% 

No 

Asian 

18 

51% 

14.9% 

No 

Fi 1 i pi  no 

5 

14% 

5.3% 

No 

Amer  Indian 

1 

4% 

.3% 

No 

By  Gender 

Male 

30 

86% 

Female 

5 

14% 

5.7 

No 

Total 

35 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of 
greater  than  20  or  occupational  category  is  "A"  Officials 
Administrators;  and  b)  variance  multiplied  by  total,  when 

employments  i 
and 

rounded  off  i 

or  greater. 
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III.  Composition  and  Utilization  by  Classification 


Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  5206  Associate  Civil  Engineer 


If  by  division,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Availability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

7 

28% 

Black 

0 

0 

2.6 

2.6 

Yes 

Hi spani c 

0 

0 

3.7 

3.7 

Yes 

Asian 

14 

56% 

14.9 

No 

Fi 1 ipino 

4 

16% 

5.3 

No 

Amer  Indian 

0 

0 

.3 

.3 

No 

By  Gender 

Male 

24 

96% 

Female 

1 

4% 

5.7 

1.7 

Yes 

Total 

25 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 

Use  a separate  form  for  each  classification  with  20  or  more  employments. 


Classification: 

5208  Civil 

Engineer 

If  by  division. 

identify: 

As  of 

By  Race/Ethnicity  Number 

6/30/91 

Percent 

Avai labi 1 itv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

4 

18% 

Black 

0 

0 

2.6 

2.6 

Yes 

Hi spani c 

0 

0 

3.7 

3.7 

Yes 

Asian 

17 

77% 

14.9 

No 

Filipino 

0 

0 

5.3 

No 

Amer  Indian 

1 

5 

.3 

No 

By  Gender 

Male 

22 

100% 

Female 

0 

0 

5.7 

No 

Total 

22 

100% 

Affirmative  action  goals  are 

needed  if 

a)  total  number 

of  employments  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 

Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  6106  Sanitary  Engineering  Technician 

If  by  division,  identify:  


By  Race/Ethni ci tv 

As  of  6/30/91 
Number  Percent 

Avai labi 1 i t v 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

6 

21% 

Black 

9 

32% 

9.9 

No 

Hi spani c 

4 

14% 

11.2 

No 

Asian 

4 

14% 

15.3 

No 

Fi 1 i pi  no 

5 

18% 

5.9 

No 

Amer  Indian 

0 

0 

.4 

No 

By  Gender 

Male 

19 

68% 

Female 

9 

32% 

45.2 

13.3 

Yes 

Total 

28 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 

Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  6331  Building  Inspector 


If  by  division,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai labi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

22 

56% 

Black 

3 

8% 

9.9 

1.9 

Yes 

Hispanic 

3 

8% 

11.2 

3.2 

Yes 

Asian 

10 

26% 

15.3 

No 

Fi 1 i pi  no 

0 

0 

5.4 

5.4 

Yes 

Amer  Indian 

1 

3% 

.4 

No 

By  Gender 

Male 

37 

95% 

Female 

2 

5% 

45.2 

40.2 

Yes 

Total 

39 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


36 


III.  Composition  and  Utilization  by  Classification 

Use  a separate  fori,  for  each  classification  with  20  or  more  employments. 
Classification:  7215  General  Laborer  Supervl50r  -1 


If  bv  division.  Identify: 


By  Race/Ethnicity  . 

White 

Black 

Hispanic 

Asian  

Filipino 
Amer  Indian 
Bv  Gender 
Hale 

Female 

Total  


As  of  6/30/91 
Number  Percent 

4 16% 

10  40% 

Availability 

Variance 
(-  only) 

9.9 

7 

28% 

11.2 

1 

4% 

15.3 

11.3 

3 

12% 

5.4 

0 

0 

.4 

.4 

25 

100% 

0 

0 

45.2 

45.2 

25  100% 


AA  Goal? 
Yes/No 


No 

No 

Yes 

No 

No 


Yes 


Affirmative  action  goals  are  needed  if  a)  tote  number  o 
greater  than  20  or  occupational  category  's  A Officials 
Administrators;  and  b)  variance  multiplied  by  total. 


when 


or  greater. 


employments 

and 

rounded  off 


is 

is 


"l" 


III.  Composition  and  Utilization  by  Classification 


Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  73 1 1 Cement  Mason 


If  by  division,  identify: 


By  Race /Ethn i city 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

5 

25% 

Black 

8 

40% 

9.9 

No 

Hi spanic 

5 

25% 

11.2 

No 

Asian 

2 

10% 

15.3 

5.3 

Yes 

Filipino 

0 

0 

5.4 

5.4 

• Yes 

Amer  Indian 

0 

0 

.4 

.4 

No 

By  Gender 

Male 

20 

100% 

Female 

0 

0 

6.7 

6.7 

Yes 

Total 

20 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


i 
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III.  Composition  and  Utilization  by  Classification 


Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  7334  Stationary  Engineer 


If  by  division,  identify: 


By  Race/Ethnicity 

As  of  6/30/91 
Number  Percent 

Aval  1 ab 1 1 i tv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

11 

50% 

Black 

0 

0 

9.9 

9.9 

Yes 

Hi spani c 

2 

9% 

11.2 

2.2 

Yes 

Asian 

4 

18% 

15.3 

No 

Filipino 

4 

18% 

5.4 

No 

Amer  Indian 

1 

5% 

.4 

No 

By  Gender 

Male 

? 1 

95% 

Female 

1 

5% 

6.7 

1.7 

Yes 

Total 

22 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 


Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  7345  Electrician 


If  by  division,  identify: 


By  Race /Ethni city 

As  of  6/30/91 
Number  Percent 

Aval  1 ab 1 1 i tv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

19 

68% 

Black 

2 

7% 

9.9 

2.9 

Ypq 

Hi spani c 

1 

4% 

11.2 

7.2 

Yes 

Asian 

4 

14% 

15.3 

1.3 

yps 

Fi 1 i pi  no 

2 

7% 

5.4 

Mn 

Amer  Indian 

0 

0 

.4 

.4 

Nn 

By  Gender 

Male 

24 

86 

Female 

4 

14% 

6.7 

No 

Total 

28 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  bv  Classification 
Use  a separate  for,  for  each  classification  with  20  or  more  employments. 


Total 


78 


100% 


riaeHf  Oration: 

7355  Truck  Driver 

if  hv  division.  Identify: 

Bv  Race /Ethni city 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

55  _ 

71% 

D 1 a r t 

8 

10% 

9.9 

_ 

No 

D 1 CLN 

9 

12% 

11.2 

No 

Til  5 Dan  1 L 

3 

4% 

15.3 

11.3 

Yes 

Asian 

r 1 i ni 

1 

1% 

5.4 

4.4 

Yes 

r 1 1 1 D * 

Amer  Indian 

2 

3% 

.4 

No 

Bv  Gender 

Male 

78 

100% 

Female 

0 

0 

45.2 

45.2 

Yes 

Affirmative  action  goals  are  needed  If  a)  total  number^  employments  is 
Administrators*;  -Implied  by  total,  when  rounded  off  Is  "V 

or  greater. 
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III.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 


Classification:  7372  Stationary  Engineer,  Sewage  Plant 

If  by  division,  identify: 


By  Race/Ethni city 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

55 

47% 

Black 

25 

21% 

9.9 

No 

Hispanic 

13 

11% 

11.2 

.2 

No 

Asian 

8 

7% 

15.3 

8.3 

Yes 

Filipino 

16 

14% 

5.4 

- No 

Amer  Indian 

0 

0 

. .4 

.4 

No 

By  Gender 
Male 

109 

93% 

Female 

8 

7% 

6.7 

No 

Total 

117 

100% 

Affirmative  action 

goals  are 

needed  if 

a)  total  number 

of  employments  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 
Classification:  7373  Senior  Stationary  Engineer,  Sewage  Plant 


If  by  division,  identify: 


As  of  6/30/91 

By  Race/Ethni cl  tv  Number  Percent 


White 

20 

57% 

Black 

4 

11% 

Hi spani c 

2 

6% 

Asian 

9 

26% 

Filipino 

0 

0 

Amer  Indian 

0 

0 

By  Gender 

Male 

33 

94% 

Female 

2 

6% 

Variance  AA  Goal? 

Availability  (-  only)  Yes/No 


9.9 No 

11.2 5.2  Yes 

Air3 Jio_ 

5.4  5.4  ygg 

.4 5.4  No 


6.7 ,7  No 


Iota] 100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 


Classification:  7375  Apprentice  Stationary  Engineer,  Sewage  Plant 

If  by  division,  identify: __ 


By  Race/Ethnicity 

As  of  6/30/91 
Number  Percent 

Aval labi 11  tv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

5 

23% 

Black 

12 

55% 

9.9 

No 

Hi spani c 

2 

9% 

11.2% 

2.2 

Yes 

Asian 

2 

9% 

15.3 

6.3 

Yes 

Filipino 

1 

5% 

5.4 

.4 

• No 

Amer  Indian 

0 

0 

.4 

.4 

No 

By  Gender 

Male 

11 

50% 

Female 

11 

50% 

6.7 

No 

Total 

22 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 


Classification: 

7421  Sewer 

Maintenance  Worker 

If  by  division. 

identify: 

As  of  6/30/91 

By  Race/Ethni ci tv  Number  Percent 

Aval labi 1 i tv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

15 

56% 

B1  ack 

6 

22% 

9.9 

No 

Hi spani c 

6 

22% 

11.2 

No 

Asian 

0 

0 

15.3 

15.3 

Yes 

Filipino 

0 

0 

5.4 

5.4 

Yes 

Amer  Indian 

0 

0 

.4 

No 

By  Gender 

Male 

27 

100% 

Female 

0 

0 

45.2 

45.2 

Yes 

Total 

27 

100% 

Affirmative  action  goals  are 

needed  if 

a)  total  number 

of  employments  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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III.  Composition 

and  Utilization  by  Classification 

Use  a separate  form  for  each 

classification  with  20  or 

more  employments. 

Classification: 

7514  General  Laborer 

If  by  division. 

identify: 

As  of  6/30/91 

By  Race/Ethnicity  Number  Percent 

Availability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

31 

19% 

Black 

51 

31% 

9.9 

No 

Hi spani c 

58 

35% 

11.2 

No 

Asian 

17 

10% 

15.3 

5.3 

Yes 

Filipino 

6 

4% 

5.4 

1.4 

Yes 

Amer  Indian 

1 

.1% 

.4 

.3 

No 

By  Gender 

Male 

141 

86% 

Female 

23 

14% 

45.2 

31.2 

Yes 

Total 

164 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of 
greater  than  20  or  occupational  category  is  "A"  Officials 
Administrators;  and  b)  variance  multiplied  by  total,  when 
or  greater. 


employments 

and 

rounded  off 


is 

is  "1" 
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V.  WORKFORCE  ANALYSIS  BY  BUREAU 


The  following  statistical  tables  represent  workforce  composition  for 
individual  DPW  bureaus  by  occupational  category.  A reorganization  of  the 
Department  of  Public  Works  took  place  as  of  July  1,  1991  which  created 
several  new  bureaus.  In  some  instances,  current  employees  were  absorbed 
into  newly  created  bureaus  from  the  Clean  Water  Program  which  was  dissolved 
as  an  operating  entity. 

Comparison  tables  between  1991  and  1992  are  intended  to  illustrate  any  gains 
or  losses  toward  parity  for  women  and  minorities  so  that  managers  with 
appointing  authority  may  be  aware  of  areas  in  which  underrepresentation 
exists  and  whether  progress  toward  parity  remains  to  be  made. 


General  Administration  - GEN 

Bureau  of  Architecture  - BOA 

Bureau  of  Building  Inspection  - BBI 

Bureau  of  Subdivision  Surveys  and  Mapping  - BSSM 

Bureau  of  Engineering  - BOE 

Bureau  of  Environmental  Regulation  and  Management  - BERM 
Bureau  of  Construction  Management  - BCM 
Bureau  of  Building  Repair  - BBR 

Bureau  of  Street  Cleaning  & Urban  Forestry  - BSC&UF 
Bureau  of  Street  & Sewer  Repair  - BSSR 
Bureau  of  Water  Pollution  Control  - BWPC 
Clean  Water  Program  - CWP 
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PT23D  *****************CITY  AND  COUNTY  OF  SAN  FRANC I SCO*****’**********PAGE  1 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

GEN  06/30/91 

RACE  AND  SEX  COMPOSITION 
£ BY  OCCUP  GROUP 

P **************************************************************************** 


OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- OFFICIALS/ADM. 

10 

0 

0 

1 

0 

0 

10 

1 

11 

91% 

0% 

0% 

9% 

0% 

0% 

91% 

9% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- PROF.  [ENG] 

0 

0 

0 

1 

0 

0 

1 

0 

1 

0% 

0% 

0% 

100% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

l - PROFESSIONALS 

7 

1 

6 

13 

14 

0 

22 

19 

41 

n% 

2% 

15% 

32% 

34% 

. 0% 

54% 

46% 

OCCUPATION  GROUP 
A 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

: - TECHNICIANS 

0 

0 

0 

1 

0 

0 

1 

0 

1 

0% 

0% 

0% 

100% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

? - OFFICE/CLERICAL 

10 

3 

9 

19 

6 

0 

13 

34 

47 

21% 

6% 

19% 

40% 

13% 

0% 

28% 

72% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

* - ELECTED/EXEMPT 

2 

0 

0 

0 

0 

0 

2 

0 

2 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

I 
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RPT23D  *****************CITY  AND  COUNTY  OF  SAN  FRANCI SCO* ****** ******»**PAGE 

* THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED 

* BOA  06/30/91 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUP  GROUP 

****************************************************************************: 


OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TO 

A - OFFICIALS/ADM. 

2 

0 

0 

1 

0 

0 

3 

0 

67% 

0% 

0% 

33% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TO* 

B - PROF.  [ARCH] 

13 

0 

1 

9 

2 

0 

22 

3 

: 

52% 

0% 

4% 

36% 

8% 

0% 

88% 

12% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TC  j* 

B - PROFESSIONALS 

13 

2 

4 

12 

5 

0 

31 

5 

( 

36% 

6% 

11% 

33% 

14% 

0% 

86% 

14% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

T(  7 

- 

C - TECHNICIANS 

5 

0 

0 

1 

0 

0 

6 

0 

1 

83% 

0% 

0% 

17% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

T<(7 

F - OFFICE/CLERICAL 

2 

2 

1 

2 

2 

0 

2 

7 

is 

22% 

22% 

11% 

22% 

22% 

0% 

22% 

78% 
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;T23D  **************** *c I TY  AND  COUNTY  OF  SAN  FRANCI SCO***************»PAGE  3 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

BBI  06/30/91 

RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

'^  **************************************************************************** 


CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- OFFICIALS/ADM. 

4 

0 

0 

3 

0 

0 

7 

0 

7 

57% 

0% 

0% 

43% 

0% 

0% 

100% 

0% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- PROF.  [ENG] 

3 

0 

0 

15 

0 

0 

18 

0 

18 

11% 

0% 

0% 

83% 

0% 

0% 

100% 

0% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- PROFESSIONALS 

12 

3 

0 

8 

4 

0 

23 

4 

27 

44% 

11% 

0% 

30% 

15% 

0% 

85% 

15% 

•CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

t TECHNICIANS 

51 

4 

5 

18 

0 

1 

74 

5 

79 

65% 

5% 

6% 

23% 

0% 

1% 

94% 

6% 

KXUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- PARA-PROF. 

1 

0 

0 

0 

0 

0 

0 

1 

1 

100% 

0% 

0% 

0% 

0% 

0% 

0% 

100% 

)CCUPAT ION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- OFFICE/CLERICAL 

18 

5 

4 

14 

15 

0 

9 

47 

56 

32% 

9% 

7% 

25% 

27% 

0% 

16% 

84% 

JCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- ELECTED/EXEMPT 

1 

0 

1 

0 

0 

0 

2 

0 

2 

50% 

0% 

50% 

0% 

0% 

0% 

100% 

0% 

I 
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RPT23D  ********** *******C I TY  AND  COUNTY  OF  SAN  FRANCISCO***«*»**********PAGE 


PERSONNEL  ACTION  REQUEST  SYSTEM 


DATE  PREPARED 
06/30/91 


THIS  BUREAU 
BOE 

RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

*************************************************************************** 


OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML  TC 

- PROF.  [ARCH] 

0 

0 

0 

1 

0 

0 

1 

0% 

0% 

0% 

100% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML  TC 

5 - PROF.  [ENG] 

17 

3 

3 

45 

9 

0 

72 

5 

22% 

4% 

4% 

58% 

12% 

0% 

94% 

6% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML  TC 

B - PROFESSIONALS 

9 

1 

0 

10 

1 

0 

13 

8 ! 

43% 

5% 

0% 

4 8% 

5% 

0% 

62% 

38% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML  T 1 

C - TECHNICIANS 

43 

7 

12 

47 

7 

0 

95 

21  ! 

37% 

6% 

10% 

41% 

6% 

0% 

82% 

18% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML  T 

E - PARA-PROF. 

0 

0 

1 

0 

0 

0 

1 

0 

0% 

0% 

100% 

0% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML  1 

F - OFFICE/CLERICAL  5 

4 

3 

3 

4 

0 

2 

17 

26% 

21% 

16% 

16% 

21% 

0% 

11% 

89% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

, AM. IND. 

, MALE 

FEML  1 

H - SVC/MAINTENANCE  1 

0 

0 

0 

0 

0 

1 

100% 

0% 

0% 

0% 

0% 

0% 

0% 

100% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP 

. AM. IND 

. MALE 

FEML  r 

X - ELECTED/EXEMPT 

1 

0 

0 

0 

0 

0 

1 

0 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

,'l23D  *****************CITY  AND  COUNTY  OF  SAN  FRANC  I SCO* **************  *paGE  5 

> THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

1 CWP  06/30/91 

RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

f ******* t *********************************  ************  *********************** 


CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP.  AM.IND. 

MALE 

FEML 

TOTAL 

- PROF.  [ENG] 

13 

1 

1 

15 

2 2 

30 

4 

34 

38% 

3% 

3% 

44% 

6%  6% 

88% 

12% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP.  AM.IND. 

MALE 

FEML 

TOTAL 

- PROFESSIONALS 

6 

5 

0 

2 

i 

i 

i 

ro  i 
l 

! 

i 

i 

O 1 
1 

11 

4 

15 

40% 

33% 

0% 

13% 

13%  0% 

73% 

27% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP.  AM.IND. 

MALE 

FEML 

TOTAL 

- TECHNICIANS 

8 

5 

2 

8 

8 1 

27 

5 

32 

25% 

16% 

6% 

25% 

25%  3% 

84% 

16% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP.  AM.IND. 

MALE 

FEML 

TOTAL 

>-  OFFICE/CLERICAL 

1 

4 

1 

4 

4 0 

4 

10 

14 

7% 

29% 

7% 

29% 

29%  0% 

29% 

71% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP.  AM.IND. 

MALE 

FEML 

TOTAL 

- ELECTED/EXEMPT 

3 

1 

1 

0 

0 0 

3 

2 

5 

60% 

20% 

20% 

0% 

0%  0% 

60% 

40% 
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RPT23D  *****************CITY  AND  COUNTY  OF  SAN  FRANCI SCO***************»PAGI 

* THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPAREI 

* BBR  06/30/91 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUP  GROUP 

***************************************************************************4 


OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

T( 

A - OFFICIALS/ADM. 

0 

0 

0 

1 

0 

0 

1 

0 

0* 

0% 

0% 

100% 

0% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

T< 

B - PROFESSIONALS 

0 

1 

0 

0 

0 

0 

0 

1 

0 % 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

ir 

D - PROTECTIVE  SVCS 

0 

6 

0 

1 

1 

0 

8 

0 

* 

0% 

75% 

0% 

13% 

13% 

0% 

100% 

0% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TT 

F - OFFICE/CLERICAL 

1 

0 

0 

2 

1 

0 

0 

4 

\ 

25% 

0% 

0% 

50% 

25% 

0% 

0% 

100% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

IT 

G - SKILLED  CRAFT 

120 

17 

23 

14 

7 

3 

172 

12 

8 

65% 

9% 

13% 

8% 

4% 

2% 

93% 

7% 

OCCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

"!>T 

H - SVC/MAINTENANCE 

9 

27 

24 

50 

6 

2 

81 

37 

n 

8% 

23% 

20% 

42% 

5% 

2% 

69% 

31% 

I 
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i 23D  *****************CITY  AND  COUNTY  OF  SAN  FRANC  I SCO****** ********* *PAGE  10 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

BSC  06/30/91 

RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

,:**************************************************************************** 


PUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

■ OFFICIALS/ADM. 

1 

0 

0 

0 

0 

0 

1 

0 

1 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

• PROFESSIONALS 

1 

0 

0 

0 

0 

0 

1 

0 

1 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- PROTECTIVE  SVCS 

2 

0 

1 

2 

0 

0 

1 

4 

5 

40% 

0% 

20% 

40% 

0% 

0% 

20% 

80% 

ZCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

f PARA- PROF. 

0 

1 

0 

0 

0 

0 

0 

1 

1 

0% 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- OFFICE/CLERICAL 

3 

0 

0 

0 

2 

0 

2 

3 

5 

60% 

0% 

0% 

0% 

40% 

0% 

40% 

60% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- SVC/MAINTENANCE 

99 

59 

65 

19 

12 

3 

220 

37 

257 

39% 

23% 

25% 

7% 

5% 

1% 

86% 

14% 

\ 
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RPT23D  *****************CITY  AND  COUNTY  OF  SAN  FRAN  CISCO****************  P AGEil] 
PERSONNEL  ACTION  REQUEST  SYSTEM 


THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARE! 

SSR  06/30/91 

RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

*************************************************************************** 


WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

1 

0 

0 

0 

0 

0 

1 

0 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

0 

1 

0 

1 

0 

1 

0 

3 

0% 

33% 

0% 

33% 

0% 

33% 

0% 

100% 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

2 

5 

2 

1 

1 

0 

11 

0 

18% 

45% 

18% 

9% 

9% 

0% 

100% 

0% 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

78 

23 

32 

5 

1 

2 

141 

0 

55% 

16% 

23% 

4% 

1% 

1% 

100% 

0% 

A - OFFICIALS/ADM. 


F - OFFICE/CLERICAL 


G - SKILLED  CRAFT 


i 
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THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

WPC  06/30/91 

RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

:**************************************************************************** 


XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

OFFICIALS/ADM. 

3 

0 

0 

0 

0 

0 

3 

0 

3 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

• PROF.  [ENG] 

10 

0 

0 

9 

0 

0 

17 

2 

19 

53% 

0% 

0% 

47% 

0% 

0% 

89% 

11% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

PROFESSIONALS 

19 

2 

1 

10 

3 

0 

23 

12 

35 

54% 

6% 

3% 

2 9% 

9% 

0% 

66% 

34% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

) TECHNICIANS 

16 

8 

8 

9 

2 

0 

34 

9 

43 

37% 

19% 

19% 

21% 

5% 

0% 

7 9% 

21% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

• PARA-PROF. 

0 

4 

0 

0 

0 

0 

3 

1 

4 

0% 

100% 

0% 

0% 

0% 

0% 

7 5% 

25% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- OFFICE/CLERICAL 

4 

7 

2 

6 

4 

0 

5 

18 

23 

17% 

30% 

9% 

26% 

17% 

0% 

22% 

78% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- SKILLED  CRAFT 

94 

41 

18 

22 

18 

0 

171 

22 

193 

4 9% 

21% 

9% 

11% 

9% 

0% 

8 9% 

11% 

Pupation  group 

WHITE 

BLACK 

HISP. 

ASIAN 

FILIP. 

AM. IND. 

MALE 

FEML 

TOTAL 

- SVC/MAINTENANCE 

5 

8 

7 

1 

0 

0 

19 

2 

21 

24% 

38% 

33% 

5% 

0% 

0% 

90% 

10% 
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THIS  BUREAU 
WPC 


PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED 

06/30/91 


RACE  AND  SEX  COMPOSITION 
BY  OCCUP  GROUP 

*************************************************************************** 


i 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TC A 
X - ELECTED/EXEMPT  41000  0415 

80*  20 * 0*  0*  0 * 0%  80*  20* 


I 


| 
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* 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED:  * 

| GEN  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

BY  OCCIJP  GROUP  * 


in*  i uuuur  onuur  'r 


CUPATION  GROUP  WHITE 
OFFICIALS /ADM . 10 

100% 

CUPATION  GROUP  WHITE 
PROF.  CENG 3 0 

0% 

CUPATION  GROUP  WHITE 
• PROFESSIONALS  7 

17% 

jCUPATION  GROUP  WHITE 

- TECHNICIANS  4 

80% 

PUPATION  GROUP  WHITE 

- PARA-PROF.  0 


0% 


BLACK  H 1 5 P . ASIAN 
0 0 0 

0%  0%  0% 

BLACK  HISP.  ASIAN 
0 0 2 

0%  0%  100% 

BLACK  HISP.  ASIAN 
1 6 13 

2%  15%  32% 

BLACK  HISP.  ASIAN 
0 0 1 

0%  0%  20% 

BLACK  HISP.  ASIAN 
0 1 0 

0%  .1.00%  0% 


PUPATION  GROUP  WHITE 


- OFFICE /CLERICAL  10 

21% 


BLACK  HISP.  ASIAN 
3 10  18 

6%  21%  38% 


-CUPATION  GROUP  WHITE 


~ ELECTED /EXEMPT  6 


75% 

> 


BLACK 

0 


0% 


HISP.  ASIAN 

2 0 

25%  0% 


FILIP.  AM.IND.  MALE 
0 0 9 

0%  0%  90% 

FILIP.  AM.IND.  MALE 
0 0 2 

0%  0%  100% 

FILIP.  AM.IND.  MALE 
14  0 22 

3 4%  * 0%  54% 

FILIP.  AM.IND.  MALE 
0 0 5 

0%  0%  100% 

FILIP.  AM.IND.  MALE 
0 0 1 

0%  0%  100% 

FILIP.  AM.IND.  MALE 
7 0 12 

15%  0%  25% 

FILIP.  AM.IND.  MALE 
0 0 5 

0%  0%  63% 


FEML  TOTAL 
1 10 

10% 

FEML  TOTAL 
0 2 

0% 

FEML  TOTAL 
19  41 

46% 

FEML  TOTAL 
0 5 

0% 

FEML  TOTAL 
0 1 

0% 

FEML  TOTAL 
36  48 

75% 

FEML  TOTAL 
3 8 

38% 
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RPT23D  **5t(JK**5KJ|{3K>K**#*>K**CITY  AND  COUNTY  OF  SAN  FRANCISCO****************PAGE  5 

* n 

PERSONNEL  ACTION  REQUEST  SYSTEM 


* THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED 

* BOA  02/2.1/92 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUR  GROUP 

**8<  * * * * :«*  * * * * ***  * * * * * ***  * * **  * **  ;fc  * * * * * **  **  **  * * * * * * * * * * * * ***  * * * * * ******  * ****  * * » 


OCCUPATION  GROUP  WHITE 
A - OFFICIALS /ADM . 2 

67% 


BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO' 


OCCUPATION  GROUP  WHITE 
13  - PROF,  r: ARCH 3 13 

5^% 


OCCUPATION  GROUP  WHITE 
B - PROFESSIONALS  14 

30% 


OCCUPATION  GROUP  WHITE 
F - OFF ICE /CLERICAL  3 

30% 


0%  100% 


0% 


BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE 


0%  08% 


FEML  TO  >L 

3 i|r 
13% 


BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO 
.1  5 12  3 0 30  7 


*1. 


' 0%  81% 


OCCUPATION  GROUP  WHITE  BLACK  HISP. 
C - TECHNICIANS  500 

83%  0%  0*, 


ASIAN  FILIP.  AM.IND.  MALE  FEML  T0| 


0%  100% 


BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE 
1 1 3 2 0 3 
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|'23D  *****************CITY  AND  COUNTY  OF  Si  AN  FRANC  I SCO***** ***********  PAGE  3 

* 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED:  * 

BBI  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

||  BY  OCCUR  GROUP  * 

(:***************************************************************************** 


CCUPATION  GROUP 

WHITE 

BLACK 

HISP. 

. ASIAN 

FILIP. 

AM . IND . 

MALE 

FEML 

TOTAL 

• OFFICIALS / ADM . 

3 

0 

0 

3 

0 

0 

6 

0 

6 

50% 

0% 

0% 

50% 

0% 

0% 

100% 

0% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP. 

AM . IND. 

MALE 

FEML 

TOTAL 

j-  PROF.  CENG 3 

1 

0 

0 

1A 

0 

0 

15 

0 

15 

7% 

0% 

0% 

93% 

0% 

0% 

100% 

0% 

XUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

- PROFESSIONALS 

12 

3 

0 

7 

5 

0 

23 

A 

27 

AA% 

11% 

0% 

26% 

19% 

. 0% 

85% 

15% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

AS  IAN 

FILIP. 

AM . IND . 

MALE 

FEML 

TOTAL 

- TECHNICIANS 

A6> 

5 

A 

18 

0 

1 

69 

5 

7 A 

62% 

7% 

5% 

2-4% 

0% 

1% 

93% 

7% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

- PARA-PROF . 

1. 

0 

0 

0 

0 

0 

0 

1 

1 

1 00% 

0% 

0% 

0% 

0% 

0% 

0% 

100% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

~ OFFICE /CLERICAL 

18 

5 

3 

12 

1A 

0 

8 

AA 

52 

35% 

10% 

6% 

23% 

27% 

0% 

15% 

85% 

CCUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND. 

MALE 

FEML 

TOTAL 

- ELECTED /EXEMPT 

1 

0 

1 

0 

0 

0 

2 

0 

2 

50% 

0% 

50% 

0% 

0% 

0% 

100% 

0% 
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RPT23D  *****************CITY  AND  COUNTY  OF  SAN  FRANCI5CO****************PAGE 
* 

* THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

* 5 5 M 02/21/92 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUP  GROUP  1 

* * * * * * * * * * X<  >{<  * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * : 


r 


OCCUPATION  GROUP  WHITE  BLACK 

B - PROF.  CENG!  0 0 

0%  0% 

OCCUPATION  GROUP  WHITE  BLACK 

C - TECHNICIANS  6 0 

67%  0% 

OCCUPATION  GROUP  WHITE  BLACK 

F - OFF ICE /CLERICAL  0 1 

0%  1.00% 


HISP  . 
0 

0% 

HISP  . 
0 

0% 

HISP  . 
0 

0% 


ASIAN 

A 

67% 

ASIAN 

3 

33% 

ASIAN 

0 

0% 


FILIP.  AM.IND.  MALE 
2 0 6 

33%  0%  100% 

FILIP.  AM.IND.  MALE 
0 0 9 

0%  0%  100% 

FILIP.  AM.IND.  MALE 
0 0 0 

0%  ' 0%  0% 


FEML  TOT. 
0 

0% 

FEML  TOT. 
0 

0% 

FEML  TOIL 
1 

100% 


I 


I 
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* 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED:  * 

DOE  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

BY  OCCUP  GROUP  * 

***************************************************  ************************** 


IUPATION  GROUP 

UNITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND. 

MALE 

FEML 

TOTAL 

PROF.  C ARCH 3 

0 

0 

0 

1 

0 

0 

1 

0 

1 

0% 

0% 

0% 

100% 

0% 

0% 

100% 

0% 

PUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND. 

MALE 

FEML 

TOTAL 

PROF.  CENG 3 

31 

A 

5 

SA 

A 

0 

89 

9 

98 

32% 

A % 

5% 

55% 

AX 

0% 

91% 

9% 

PUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

PROFESSIONALS 

1A 

3 

0 

11 

1 

0 

19 

10 

29 

AQX 

10% 

0% 

33% 

3% 

' 0% 

66% 

3 AX 

SUP AT I ON  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

TECHNICIANS 

26 

3 

9 

39 

5 

1 

72 

16 

88 

30% 

9% 

10% 

AAV* 

6% 

1% 

82% 

18% 

SUPATION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

OFF ICE /CLERICAL 

A 

A 

3 

3 

6 

0 

1 

19 

20 

20% 

20% 

13% 

13% 

30% 

0% 

5% 

95% 

SUP  AT ION  GROUP 

WHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND. 

MALE 

FEML 

TOTAL 

SVC / MAINTENANCE 

1 

0 

0 

0 

0 

0 

0 

1 

1 

100% 

0% 

0% 

0% 

0% 

0% 

0% 

100% 

DURATION  GROUP 

WHITE 

BLACK 

HISP  . 

A5IAN 

FILIP. 

AM . IND . 

MALE 

FEML 

TOTAL 

ELECTED /EXEMPT 

1 

0 

0 

0 

0 

0 

1 

0 

1 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 
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RPT23D  *****************CITY  AND  COUNTY  OF  BAN  FRANC I SCO**** ************ PAGE  ;U 

% 

PERSONNEL  ACTION  REQUEST  5Y5TEM 


* THIS  BUREAU  PERSONNEL  ACTION  REQUEST  5Y5TEM  DATE  PREPARED:  * 

* ERM  02/21/92  q 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUP  GROUP 

********************>|oK*  ***************************************************  ***!$ 


OCCUPATION  GROUP 
B -•  PROF.  CENG 3 


UNITE  BLACK  HISP.  A5IAN  FILIP.  AM.IND.  MALE  FEML  TOTi  . 


OCCUPATION  GROUP 
B - PROFESSIONALS 


UNITE  BLACK  NI5P.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOT. 


OCCUPATION  GROUP  UNITE  BLACK  NISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOT;. 


TECHNICIANS 


16% 


28% 


0 

- 0% 


18 

72% 


OCCUPATION  GROUP  UNITE  BLACK  NISP 
F - OFF  ICE /CLERICAL  .1.  2 0 

1 AX  29% 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TOU 


0% 


OCCUPATION  GROUP  UNITE  BLACK  NISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TG»L 


ELECTED/ EXEMPT 


0 

0% 


0%  100% 
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:e|^23D  >K**>K)K>|o|oK5K>K>IoK5»oK>»oK>KCITY  AND  COUNTY  OF  3 AN  FRANCISCO****************PAGE  11 

* 

: ' THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED:  * 

E5CM  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

BY  OCCLJP  GROUP  * 

P***^**************************************^ 


C CURAT I ON  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


PROF.  CENG] 


14 

82% 


C DURATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 
PROFESSIONALS  01000  0101 


0%  100% 


CnCUPATI  on  group 
:!■  TECHNICIANS 


WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


20 

91% 


( .‘DURATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


PARA— PROF 


0 

0% 


0%  100% 


I -CURAT ION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


F OFF I DE / CLER I CAL 


3 

30% 


XUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 
X-  ELECTED /EXEMPT  2 2 0 0 0 013^ 
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T23D  *****************CITY  AND  COUNTY  OF  SAN  FRANC  I SCO****************  PAGE  p 

' 

PERSONNEL  ACTION  REQUEST  SYSTEM 


* THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED: 

* BBR  02/21/92 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUP  GROUP 

*****************************************************************************  I 


OCCUPATION  GROUP  WHITE  BLACK  HI5P.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOIL 


OFFICIALS /ADM . 


0% 


0% 


0 

0% 


1 

1007* 


0 

0% 


07.  100% 


0 

0% 


OCCUPATION  GROUP  WHITE  BLACK  HI5P.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOIL 
B - PROFESSIONALS  01000  001 

0%  1007.  0% 


0% 


0% 


07.  100% 


D 


OCCUPATION  GROUP  WHITE  BLACK  HISP. 
PROTECTIVE  SVCS  0 7 1 

0%  70%  107 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TO|*L 


1 

10% 


. 0%  100% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO  *L 
F - OFFICE /CLERICAL  1 0 021  0 0 4 


0%  100% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO  ^1 


G - SKILLED  CRAFT 


.1.21 

61% 


15 

8% 


3 186 

2%  94% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TC  AL 


SVC /MAINTENANCE 


28  74 

18%  48% 


1 107  47  14 

1%  69%  31% 


I 
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* 

THIS  BUREAU  PERSONNEL  ACTION  REQUEST  SYSTEM  DATE  PREPARED:  * 

BSC  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

BY  OCCUP  GROUP  * 


DURATION  GROUP  WHITE  BLACK  HI5P. 
OFFICIALS / ADM . 100 

10  0%  0%  07. 


ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


PUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


PROFESSIONAL 


100% 


0% 


0% 


0% 


0 

0% 


0%  100% 


0% 


DURATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 

PROTECTIVE  SVCS  2 0 1 2 0 0145 

40%  0%  20%  40%  0%  ' 0%  20%  80% 

DURATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 

PARA-PROF . 01000  0011 

0%  100%  0%  0%  0%  0%  0%  100% 


PUPATION  GROUP 


WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 


OFF ICE /CLERICAL 


60% 


20% 


0% 


0% 


20% 


0% 


20% 


80% 


-DURATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOTAL 
• SVC/MAINTENANCE  99  54  66  19  14  3 215  40  255 

39%  21%  26%  7%  5%  1%  84%  16% 
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R PTE 3D  >K>K>«c>toJo|o!<>t<*>«^*^5K>K>«oKC:i;TY  AND  COUNTY  OF  GAN  FRANCISCO****************PAGE  k> 


I 


THIS  BUREAU 


PERSONNEL  ACTION  REQUEST  SYSTEM 


DATE  PREPARED: 

* SSR  02/El /92 

* RACE  AND  SEX  COMPOSITION 

* BY  OCCUP  CROUP 


OCCUPATION  GROUP 


WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TOIL 


A - OFFICIALS /ADM . 


0 

0% 


0%  100% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO  iL 
B - PROFESSIONALS  00010  010 


0% 


0% 


0% 


100% 


0% 


0%  100% 


0% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO'* 
F ~ OFFICE /CLERICAL  Oil 

33% 


33% 


33% 


0% 


' 0% 


0%  100% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO  ■ 


SKILLED  CRAFT 


6 

55% 


OCCUPATION  GROUP  WHITE  BLACK  HISP.  ASIAN  FILIP.  AM.IND.  MALE  FEML  TO 


SUC/ MA I NTEN ANCE  76 

55% 


32 

23% 


2 138 

1%  100% 
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*23  D *****************CITY  AND  COUNTY  OF  SAN  FRANCI 5CO****************PAGE  6 

* 

THIS  BUREAU  PERSONNEL  ACTION  REQUE5T  SYSTEM  DATE  PREPARED:  * 

UPC  02/21/92  * 

RACE  AND  SEX  COMPOSITION  * 

I'  BY  OCCUP  GROUP  * 


■CUPATION  GROUP 

UHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

OFFICIALS /ADM . 

3 

0 

0 

0 

0 

0 

3 

0 

3 

100% 

0% 

0% 

0% 

0% 

0% 

100% 

0% 

; CUP AT I ON  GROUP 

UHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

PROFESSIONALS 

16 

3 

1 

7 

1 

0 

19 

9 

28 

57% 

11% 

4% 

25% 

4% 

0% 

68% 

32% 

CUP AT I ON  GROUP 

UHITE 

BLACK 

HISP. 

ASIAN 

FILIP . 

AM. IND. 

MALE 

FEML 

TOTAL 

TECHNICIANS 

9 

2 

1 

9 

0 

0 

19 

2 

21 

43% 

10% 

5% 

43% 

0% 

- 0% 

90% 

10% 

|jCUPATION  GROUP 

UH ITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

PARA™ PROF . 

0 

5 

0 

0 

0 

0 

4 

1 

5 

0% 

100% 

0% 

0% 

0% 

0% 

80% 

20% 

CUPATION  GROUP 

UHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND. 

MALE 

FEML 

TOTAL 

• OFFICE /CLERICAL 

3 

5 

2 

5 

2 

0 

4 

13 

17 

18% 

29% 

12% 

29% 

12% 

0% 

24% 

76% 

'CUPATION  GROUP 

UHITE 

BLACK 

HISP  . 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

SKILLED  CRAFT 

98 

44 

18 

23 

20 

0 

181 

22 

203 

48% 

22% 

9% 

11% 

10% 

0% 

89% 

11% 

'CUPATION  GROUP 

UHITE 

BLACK 

HI 5P  . 

ASIAN 

FILIP. 

AM . IND. 

MALE 

FEML 

TOTAL 

- 5 OC/ MAINTENANCE 

4 

9 

7 

1 

0 

0 

19 

2 

21 

1 

19% 

43% 

33% 

5% 

0% 

0% 

90% 

10% 

-CUPATION  GROUP 

UHITE 

BLACK 

HISP. 

ASIAN 

FILIP . 

AM . IND . 

MALE 

FEML 

TOTAL 

~ ELECTED /EXEMPT 

3 

0 

0 

0 

0 

0 

2 

1 

3 

100% 

0% 

0% 

0% 

68 

0% 

0% 

67% 

33% 

CATEGORY  A:  OFFICIALS/ADMINISTRATORS 

BUREAU:  GEN  ADMIN 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

10 

0 

0 

1 

% 

91 

0 

0 

9 

PARITY 

1992 

57.5 

9.9 

11.2 

15.3 

# 

10 

0 

0 

0 

% 

100 

0 

0 

0 

CATEGORY  B: 

PROFESSIONALS 

TOTAL 

1991 

# 

WHITE 

7 

BLACK  HISPANIC 
1 6 

ASIAN 

13 

% 

17 

2 

15 

32 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

7 

1 

6 

13 

% 

17 

2 

15 

32 

INDIAN 

MEN 

WOMEN 

0 

10 

1 

11 

0 

91 

9 

100 

0.4 

54.8 

45.2 

0 

9 

1 

10 

0 

90 

10 

100 

INDIAN 

MEN 

WOMEN 

0 

22 

19 

41 

0 

54 

46 

100 

0.4 

54.8 

45.2 

0 

22 

19 

41 

0 

54 

46 

100 

FILI 

0 

0 

5.4 

0 

0 

FILI 

14 

34 

5.4 

14 

34 
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CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

0 

0 

0 

1 

% 

0 

0 

0 

100 

PARITY 

1992 

73.0 

2.6 

3.7 

14.? 

# 

0 

0 

0 

2 

% 

0 

0 

0 

100 

CATEGORY  C: 

TECHNICIANS 

WHITE 

BLACK  HISPANIC 

ASIAN 

TOTAL 

1991 

# 

0 

0 

0 

1 

% 

0 

0 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.: 

1992 

# 

4 

0 

0 

l 

% 

80 

0 

0 

20 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

1 

0 

1 

0 

0 

100 

0 

100 

5.3 

0.3 

94.3 

5.7 

0 

0 

2 

0 

2 

0 

0 

2 

0 

100 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

1 

0 

1 

0 

0 

1 

0 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

5 

0 

5 

0 

0 

100 

0 

100 

70 


CATEGORY  E:  PARAPROFESSIONALS 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

0 

0 

0 

% 

0 

0 

0 

PARITY 

1992 

57.5 

9.9 

11.2 

# 

0 

0 

1 

% 

0 

0 

100 

CATEGORY  F: 

OFFICE  & CLERICAL 

WHITE 

BLACK 

HISPANIC 

TOTAL 

1991 

# 

10 

3 

9 

% 

21 

6 

19 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

10 

3 

10 

% 

21 

6 

21 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

5.4 

0.4 

54.8 

45.2 

0 

0 

1 

0 

1 

0 

0 

100 

0 

100 

FILI 

INDIAN 

MEN 

WOMEN 

6 

0 

13 

34 

47 

13 

0 

28 

72 

100 

5.4 

0.4 

54.8 

45.2 

7 

0 

12 

36 

48 

15 

0 

25 

75 

100 

ASIAN 

0 

0 

15.3 

0 

0 

ASIAN 

19 

40 

15.3 

18 

38 


71 


CATEGORY  A: 

OFFICIALS/ADMINISTRATORS 

BUREAU: 

BOA 

WHITE 

BLACK 

HISPANIC 

ASIAN 

TOTAL 

1991 

# 

2 

0 

0 

1 

% 

67 

0 

0 

33 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

2 

0 

0 

1 

% 

67 

0 

0 

33 

CATEGORY  B: 

PROFESSIONALS 

WHITE 

BLACK  HISPANIC 

ASIAN 

TOTAL 

1991 

# 

13 

2 

4 

12 

% 

36 

6 

11 

33 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

14 

1 

5 

12 

% 

38 

3 

14 

32 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

3 

0 

3 

0 

0 

100 

0 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

3 

0 

3 

0 

0 

100 

0 

100 

FILI 

INDIAN 

MEN 

WOMEN 

5 

0 

31 

5 

36 

14 

0 

86 

14 

100 

5.4 

0.4 

54.8 

45.2 

5 

0 

30 

7 

37 

14 

0 

81 

19 

100 

72 


CATEGORY  B:  PROFESSIONALS  (ARCHITECTS) 


WHITE 

BLACK 

HISPANIC 

ASIAN 

TOTAL 

1991 

# 

13 

0 

1 

9 

% 

52 

0 

4 

36 

PARITY 

73.0 

2.6 

3.7 

14.9 

1992 

# 

13 

0 

1 

8 

% 

54 

0 

4 

33 

CATEGORY  C:  TECHNICIANS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

1991 

# 

5 

0 

0 

1 

% 

83 

0 

0 

17 

PARITY 

57.5 

9.9 

11.2 

15.3 

1992 

# 

5 

0 

0 

1 

% 

83 

0 

0 

17 

FILI 

INDIAN 

MEN 

WOMEN 

2 

0 

22 

3 

25 

8 

0 

88 

12 

100 

5.3 

0.3 

94.3 

5.7 

2 

0 

21 

3 

24 

8 

0 

88 

12 

100 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

0 

0 

6 

0 

6 

0 

0 

100 

0 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

6 

0 

6 

0 

0 

100 

0 

100 

73 


CATEGORY  F:  OFFICE  & CLERICAL 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

2 

2 

1 

2 

% 

22 

22 

11 

22 

PARITY 

1992 

57.5 

9.9 

11.2 

15.3 

# 

3 

1 

1 

3 

% 

30 

10 

10 

30 

FILI 

INDIAN 

MEN 

WOMEN 

2 

0 

2 

7 

9 

22 

0 

22 

78 

100 

5.4 

0.4 

54.8 

45.2 

2 

0 

3 

7 

10 

20 

0 

30 

70 

100 

74 


CATEGORY  A:  OFFICIALS/ADMINISTRATORS 

BUREAU:  BBI 


WHITE  BLACK  HISPANIC 

TOTAL 

1991 


# 

4 

0 

0 

% 

57 

0 

0 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

3 

0 

0 

% 

50 

0 

0 

CATEGORY  B: 

PROFESSIONALS 

TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

12 

3 

0 

% 

44 

11 

0 

PARITY 

1992 

57.5 

9.9 

11.2 

# 

12 

3 

0 

% 

44 

11 

0 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

7 

0 

7 

0 

0 

100 

0 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

6 

0 

6 

0 

0 

100 

0 

100 

FILI 

INDIAN 

MEN 

WOMEN 

4 

0 

23 

4 

27 

15 

0 

85 

15 

5.4 

0.4 

54.8 

45.2 

5 

0 

23 

4 

27 

19 

0 

85 

15 

100 

ASIAN 

3 

43 

15.3 

3 

50 

ASIAN 

8 

30 

15.3 

7 

26 


CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

3 

0 

0 

% 

17 

0 

0 

PARITY 

1992 

73.0 

2.6 

3.7 

# 

1 

0 

0 

% 

7 

0 

0 

CATEGORY  C: 

TECHNICIANS 

TOTAL 

1991 

# 

WHITE 

51 

BLACK  HISPANIC 
4 5 

% 

63 

5 6 

PARITY 

57.5 

9.9  11.2 

1992 

# 

46 

5 4 

% 

62 

7 5 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

18 

0 

18 

0 

0 

100 

0 

5.3 

0.3 

94.3 

5.7 

0 

0 

15 

0 

15 

0 

0 

100 

0 

100 

FILI 

INDIAN 

MEN 

WOMEN 

0 

1 

74 

5 

79 

0 

1 

94 

6 

100 

5.4 

0.4 

54.8 

45.2 

0 

1 

69 

5 

74 

0 

1 

93 

7 

100 

ASIAN 

15 

83 

14.9 

14 

93 

ASIAN 

18 

23 

15.3 

18 

24 


76 


CATEGORY  E:  PARAPROFESSIONALS 


WHITE  BLACK  HISPANIC 

TOTAL 

1991 


# 

1 

0 

0 

% 

100 

0 

0 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

1 

0 

0 

% 

100 

0 

0 

CATEGORY  F: 

OFFICE  & CLERICAL 

WHITE 

BLACK 

HISPANIC 

TOTAL 

1991 

# 

18 

5 

4 

% 

32 

9 

7 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

18 

5 

3 

% 

35 

10 

6 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

0 

1 

1 

0 

0 

0 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

0 

1 

1 

0 

0 

0 

100 

FILI 

INDIAN 

MEN 

WOMEN 

15 

0 

9 

47 

56 

27 

0 

16 

84 

100 

5.4 

0.4 

54.8 

45.2 

14 

0 

8 

44 

52 

27 

0 

15 

85 

100 

ASIAN 

0 

0 

15.3 

0 

0 

ASIAN 

14 

25 

15.3 

12 

23 


77 


CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 

BUREAU:  BSSM 


TOTAL 

1991 

# 

NOTE: 

WHITE 

0 

THIS  BUREAU  DID 
BLACK  HISPANIC 

0 0 

NOT  EXIST 
ASIAN 

0 

AS  OF  JUNE  1991 

FILI  INDIAN 

0 0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

73.0 

2.6 

3.7 

14.9 

5.3 

0.3 

94.3 

5.7 

1992 

# 

0 

0 

0 

4 

2 

0 

6 

0 

6 

% 

0 

0 

0 

67 

33 

0 

100 

0 

100 

CATEGORY  C: 
WHITE 

TOTAL 

1991 

# 0 

TECHNICIANS 

BLACK  HISPANIC 
0 0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

6 

0 

0 

3 

0 

0 

9 

0 

9 

% 

67 

0 

0 

33 

0 

0 

100 

0 

100 

78 


CATEGORY  F:  OFFICE  & CLERICAL 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

# 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

1992 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

# 

0 

1 

0 

0 

0 

0 

0 

1 

% 

0 

100 

0 

0 

0 

0 

0 

100 

CATEGORY  B:  PROFESSIONALS 

BUREAU:  BOE 


TOTAL 

1991 

# 

WHITE 

9 

BLACK 

1 

HISPANIC 

0 

ASIAN 

10 

FILI 

1 

INDIAN 

0 

MEN 

13 

WOMEN 

8 

21 

% 

43 

5 

0 

48 

5 

0 

62 

38 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

14 

3 

0 

11 

1 

0 

19 

10 

29 

% 

48 

10 

0 

38 

3 

0 

66 

34 

100 

CATEGORY  B: 

PROFESSIONALS  (ARCHITECTS) 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

0 

0 

1 

0 

0 

1 

0 

1 

% 

0 

0 

0 

100 

0 

0 

100 

0 

100 

PARITY 

73.0 

2.6 

3.7 

14.9 

5.3 

0.3 

94.3 

5.7 

1992 

# 

0 

0 

0 

1 

0 

0 

1 

0 

1 

% 

0 

0 

0 

100 

0 

0 

100 

0 

100 

80 


CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

17 

3 

3 

45 

9 

0 

72 

5 

77 

% 

22 

4 

4 

58 

12 

0 

94 

6 

100 

PARITY 

73.0 

2.6 

3.7 

14.9 

5.3 

0.3 

94.3 

5.7 

1992 

NOTE:  THE  SIGNIFICANT  INCREASE  IN  ENGINEERS  WAS  DUE  TO  THE  ABSORPTION 

OF  CURRENT  EMPLOYEES  INTO  BOE  FROM  CLEAN  WATER  PROGRAM. 


# 

31 

4 

5 

54 

4 

0 

89 

9 

98 

% 

32 

4 

5 

55 

4 

0 

91 

9 

100 

CATEGORY  C:  TECHNICIANS 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

43 

7 

12 

47 

% 

37 

6 

10 

41 

PARITY 

1992 

57.5 

9.9 

11.2 

15.: 

# 

26 

8 

9 

39 

% 

30 

9 

10 

44 

FILI 

INDIAN 

MEN 

WOMEN 

7 

0 

95 

21 

116 

6 

0 

82 

18 

5.4 

0.4 

54.8 

45.2 

5 

1 

72 

16 

88 

6 

1 

82 

18 

100 

81 


CATEGORY  E:  PARAPROFESSIONALS 


TOTAL 

1991 

# 

WHITE 

0 

BLACK 

0 

HISPANIC 

1 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

1 

WOMEN 

0 

1 

% 

0 

0 

100 

0 

0 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

CATEGORY  F: 
WHITE 

TOTAL 

1991 

# 5 

OFFICE  & CLERICAL 
BLACK  HISPANIC 
4 3 

ASIAN 

3 

FILI 

4 

INDIAN 

0 

MEN 

2 

WOMEN 

17 

19 

% 

26 

21 

16 

16 

21 

0 

11 

89 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

4 

4 

3 

3 

6 

0 

1 

19 

20 

% 

20 

20 

15 

15 

30 

0 

5 

95 

100 

82 


CATEGORY  H:  SERVICE/MAINTENANCE 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

1 

0 

0 

0 

0 

0 

0 

1 

1 

% 

100 

0 

0 

0 

0 

0 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

0 

0 

0 

0 

0 

0 

1 

1 

% 

100 

0 

0 

0 

0 

0 

0 

100 

100 

83 


CATEGORY  B:  PROFESSIONALS 


BUREAU 

: ERM 

WHITE 

TOTAL 

NOTE: 

BLACK  HISPANIC 
THIS  BUREAU  DID  NOT 

ASIAN 

EXIST 

FILI 

PRIOR  TO 

INDIAN 

6/30/91 

MEN 

WOMEN 

1991 

# 

0 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

2 

0 

0 

1 

3 

0 

4 

2 

6 

% 

33 

0 

0 

17 

50 

0 

67 

33 

100 

CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 


TOTAL 

1991 

# 

WHITE 

0 

BLACK 

0 

HISPANIC 

0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

73.0 

2.6 

3.7 

14.9 

5.3 

0.3 

94.3 

5.7 

1992 

# 

3 

0 

0 

3 

0 

0 

5 

1 

100 

% 

50 

0 

0 

50 

0 

0 

83 

17 

100 

84 


CATEGORY  C:  TECHNICIANS 


TOTAL 

1991 

# 

WHITE 

0 

BLACK 

0 

HISPANIC 

0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

4 

7 

5 

4 

5 

0 

18 

7 

25 

% 

16 

28 

20 

16 

20 

0 

72 

28 

100 

CATEGORY  F: 
WHITE 

TOTAL 

1991 

# 0 

OFFICE  & 
BLACK 
0 

CLERICAL 

HISPANIC 

0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

2 

0 

2 

2 

0 

2 

5 

7 

% 

14 

29 

0 

29 

29 

0 

29 

71 

100 

85 


CATEGORY  B:  PROFESSIONALS 

BUREAU:  CWP  (NOTE:  THE  CLEAN  WATER  PROGRAM  WAS  ABSORBED  INTO  OTHER  DWP 


BUREAUS  AFTER  6/30/91.) 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

6 

5 

0 

2 

% 

40 

33 

0 

13 

PARITY 

1992 

57.5 

9.9 

11.2 

15.3 

# 

0 

0 

0 

0 

% 

0 

0 

0 

0 

FILI 

INDIAN 

MEN 

WOMEN 

2 

0 

11 

4 

15 

13 

0 

73 

27 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

CATEGORY  B:  PROFESSIONALS  (ENGINEERS) 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

13 

1 

1 

15 

% 

38 

3 

3 

44 

PARITY 

1992 

73.0 

2.6 

3.7 

14.5 

# 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

FILI 

INDIAN 

MEN 

WOMEN 

2 

2 

30 

4 

34 

6 

6 

88 

12 

100 

5.3 

0.3 

94.3 

5.7 

0 

0 

0 

0 

0 

0 

0 

0 

0 

86 


CATEGORY  C:  TECHNICIANS 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

8 

5 

2 

8 

8 

1 

27 

5 

32 

% 

25 

16 

6 

25 

25 

3 

84 

16 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

CATEGORY  F: 

OFFICE  & CLERICAL 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

1 

4 

1 

4 

4 

0 

4 

10 

14 

% 

7 

29 

7 

29 

29 

1 

29 

71 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

87 


CATEGORY  B:  PROFESSIONALS 

BUREAU:  BCM  (NOTE:  THE  BUREAU  OF  CONSTRUCTION  MANAGEMENT  DID  NOT  EXIST 


TOTAL 

1991 

# 

WHITE 

0 

PRIOR  TO  6/30/91.) 
BLACK  HISPANIC  ASIAN 

0 0 0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

1 

0 

0 

0 

0 

1 

0 

1 

% 

0 

100 

0 

0 

0 

0 

100 

0 

100 

CATEGORY  B: 

PROFESSIONALS  (ENGINEERS) 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

73.0 

2.6 

3.7 

14.9 

5.3 

0.3 

94.3 

5.7 

1992 

# 

4 

0 

1 

10 

2 

0 

14 

3 

17 

% 

24 

0 

6 

59 

12 

0 

82 

18 

100 

88 


CATEGORY  C:  TECHNICIANS 


TOTAL 

1991 

# 

WHITE 

0 

BLACK 

0 

HISPANIC 

0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

7 

2 

5 

4 

4 

0 

20 

2 

22 

% 

32 

9 

23 

18 

18 

0 

91 

9 

100 

CATEGORY  E: 
WHITE 

TOTAL 

1991 

# 0 

PARAPROFESSIONALS 
BLACK  HISPANIC 
0 0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

1 

0 

0 

0 

0 

0 

1 

1 

% 

0 

100 

0 

0 

0 

0 

0 

1 

100 
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CATEGORY  F:  OFFICE  & CLERICAL 


TOTAL 

1991 

# 

WHITE 

0 

BLACK 

0 

HISPANIC 

0 

ASIAN 

0 

FILI 

0 

INDIAN 

0 

MEN 

0 

WOMEN 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

5 

0 

3 

1 

0 

4 

6 

10 

% 

10 

50 

0 

30 

10 

0 

40 

60 

100 

90 


CATEGORY  A:  OFFICIALS/ADMINISTRATORS 

BUREAU:  BBR 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

0 

0 

1 

0 

0 

1 

0 

0 

% 

100 

0 

0 

100 

0 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

0 

0 

1 

0 

0 

1 

0 

1 

% 

0 

0 

0 

100 

0 

0 

1 

0 

100 

CATEGORY  B: 

PROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

1 

0 

0 

0 

0 

1 

1 

1 

% 

0 

100 

0 

0 

0 

0 

0 

100 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

1 

0 

0 

0 

0 

0 

1 

1 

% 

0 

1 

0 

0 

0 

0 

0 

100 

100 
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CATEGORY  D:  PROTECTIVE  SERVICES 


TOTAL 

1991 

# 

WHITE 

0 

BLACK 

6 

HISPANIC 

0 

ASIAN 

1 

FILI 

1 

INDIAN 

0 

MEN 

8 

WOMEN 

0 

0 

% 

0 

75 

0 

13 

13 

0 

8 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

7 

1 

1 

1 

0 

10 

0 

10 

% 

0 

70 

10 

10 

10 

0 

100 

0 

100 

CATEGORY  F: 

OFFICE  & 

CLERICAL 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

1 

0 

0 

2 

1 

0 

0 

4 

4 

% 

25 

0 

0 

50 

25 

0 

0 

4 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

0 

0 

2 

1 

0 

0 

4 

4 

% 

25 

0 

0 

50 

25 

0 

0 

4 

100 

92 


CATEGORY  G:  SKILLED  CRAFT 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

120 

17 

23 

% 

65 

9 

13 

PARITY 

1992 

57.5 

9.9 

11.2 

# 

121 

25 

26 

% 

61 

13 

13 

CATEGORY  H: 

SERVICE/MAINTENANCE 

WHITE 

BLACK 

HISPANIC 

TOTAL 

1991 

# 

9 

27 

24 

% 

8 

23 

20 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

9 

32 

28 

% 

6 

21 

18 

FILI 

INDIAN 

MEN 

WOMEN 

7 

3 

172 

12 

184 

4 

2 

93 

7 

100 

5.4 

0.4 

93.7 

6.7 

7 

3 

186 

11 

197 

4 

2 

94 

6 

100 

FILI 

INDIAN 

MEN 

WOMEN 

6 

2 

81 

37 

118 

5 

2 

69 

31 

100 

5.4 

0.4 

54.8 

45.2 

10 

1 

107 

47 

154 

6 

1 

69 

31 

100 

ASIAN 

14 

8 

15.3 

15 

8 

ASIAN 

50 

42 

15.3 

74 

48 
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CATEGORY  A:  OFFICIALS/ADMINISTRATORS 

BUREAU:  BSC&UF 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

1 

0 

0 

0 

0 

0 

1 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

0 

0 

0 

0 

0 

1 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

0 

100 

CATEGORY  B: 

PROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

1 

0 

0 

0 

0 

0 

1 

0 

1 

% 

100 

0 

0 

0 

0 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

0 

0 

0 

0 

0 

1 

10 

1 

% 

100 

0 

0 

0 

0 

0 

1 

0 

100 
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CATEGORY  D:  PROTECTIVE  SERVICES 


TOTAL 

1991 

# 

WHITE 

2 

BLACK 

0 

HISPANIC 

1 

ASIAN 

2 

FILI 

0 

INDIAN 

0 

MEN 

1 

WOMEN 

4 

5 

% 

40 

0 

20 

40 

0 

0 

20 

80 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

2 

0 

1 

2 

0 

0 

1 

4 

5 

% 

40 

0 

20 

40 

0 

0 

20 

80 

100 

CATEGORY  E: 

PARAPROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

1 

0 

0 

0 

0 

0 

1 

1 

% 

0 

100 

0 

0 

0 

0 

0 

100 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

1 

0 

0 

0 

0 

0 

1 

1 

% 

0 

100 

0 

0 

0 

0 

0 

100 

100 

I 
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CATEGORY  F:  OFFICE  & CLERICAL 


TOTAL 

1991 

# 

WHITE 

3 

BLACK 

0 

HISPANIC 

0 

% 

60 

0 

0 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

3 

1 

0 

% 

60 

20 

0 

CATEGORY  H: 

SERVICE/MAINTENANCE 

TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

99 

59 

65 

% 

39 

23 

25 

PARITY 

1992 

57.5 

9.9 

11.2 

# 

99 

54 

66 

% 

39 

21 

26 

FILI 

INDIAN 

MEN 

WOMEN 

2 

0 

2 

3 

5 

40 

0 

40 

60 

100 

5.4 

0.4 

54.8 

45.2 

1 

0 

1 

4 

5 

20 

0 

20 

80 

100 

FILI 

INDIAN 

MEN 

WOMEN 

12 

3 

220 

37 

257 

5 

1 

86 

14 

100 

5.4 

0.4 

54.8 

45.2 

14 

3 

215 

40 

255 

5 

1 

84 

16 

100 

ASIAN 

0 

0 

15.3 

0 

0 

ASIAN 

19 

7 

15.3 

19 

7 
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CATEGORY  A:  OFFICIALS/ADMINISTRATORS 


BUREAU: 

BSSR 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

1 

0 

0 

0 

0 

0 

1 

0 

0 

% 

100 

0 

0 

0 

0 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

1 

0 

0 

0 

0 

0 

1 

0 

1 

% 

100 

0 

0 

0 

0 

0 

1 

0 

100 

CATEGORY  B:  1 

PROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

0 

0 

0 

0 

0 

0 

0 

0 

% 

0 

0 

0 

0 

0 

0 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

0 

0 

1 

0 

0 

1 

0 

1 

% 

0 

0 

0 

100 

0 

0 

100 

0 

100 
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CATEGORY  F:  OFFICE  & CLERICAL 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

0 

1 

0 

1 

0 

1 

0 

3 

3 

% 

0 

1 

0 

1 

0 

1 

0 

100 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

0 

1 

1 

1 

0 

0 

0 

3 

3 

% 

0 

1 

1 

1 

0 

0 

0 

100 

100 

CATEGORY  G: 
WHITE 

TOTAL 

1991 

# 2 

SKILLED  CRAFT 
BLACK  HISPANIC 
5 2 

ASIAN 

1 

FILI 

1 

INDIAN 

0 

MEN 

11 

WOMEN 

0 

11 

% 

18 

45 

18 

9 

9 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

93.7 

6.7 

1992 

# 

1 

6 

2 

1 

1 

0 

11 

0 

11 

% 

9 

55 

18 

9 

9 

0 

100 

0 

100 
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CATEGORY  H:  SERVICE/MAINTENANCE 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

78 

23 

32 

5 

% 

55 

16 

23 

4 

PARITY 

1992 

57.5 

9.9 

11.2 

15.: 

# 

76 

21 

32 

5 

% 

55 

15 

23 

4 

FILI 

INDIAN 

MEN 

WOMEN 

1 

2 

141 

0 

141 

1 

1 

100 

0 

100 

5.4 

0.4 

54.8 

45.2 

2 

2 

138 

0 

138 

1 

1 

100 

0 

100 
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CATEGORY  A:  OFFICIALS/ADMINISTRATORS 

BUREAU:  BWPC 


WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

3 

0 

0 

0 

0 

0 

3 

0 

3 

% 

100 

0 

0 

0 

0 

0 

100 

0 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

3 

0 

0 

0 

0 

0 

3 

0 

3 

% 

3 

0 

0 

0 

0 

0 

3 

0 

100 

CATEGORY  B: 

PROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

FILI 

INDIAN 

MEN 

WOMEN 

TOTAL 

1991 

# 

19 

2 

1 

10 

3 

0 

23 

12 

35 

% 

54 

6 

3 

29 

9 

0 

66 

34 

100 

PARITY 

57.5 

9.9 

11.2 

15.3 

5.4 

0.4 

54.8 

45.2 

1992 

# 

16 

3 

1 

7 

1 

0 

19 

9 

28 

% 

57 

11 

4 

25 

4 

0 

68 

32 

100 

100 


CATEGORY  C:  TECHNICIANS 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

16 

8 

8 

9 

% 

37 

19 

19 

21 

PARITY 

1992 

57.5 

9.9 

11.2 

15.: 

# 

9 

2 

1 

9 

% 

43 

10 

5 

43 

CATEGORY  E: 

PARAPROFESSIONALS 

WHITE 

BLACK 

HISPANIC 

ASIAN 

TOTAL 

1991 

# 

0 

4 

0 

0 

% 

0 

100 

0 

0 

PARITY 

57.5 

9.9 

11.2 

15.: 

1992 

# 

0 

5 

0 

0 

% 

0 

100 

0 

0 

FILI 

INDIAN 

MEN 

WOMEN 

2 

0 

34 

9 

43 

5 

0 

79 

21 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

19 

2 

21 

0 

0 

90 

10 

100 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

3 

1 

4 

0 

0 

75 

25 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

4 

1 

21 

0 

0 

80 

20 

100 
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CATEGORY  F:  OFFICE  & CLERICAL 


WHITE  BLACK  HISPANIC 

TOTAL 

1991 


# 

4 

7 

2 

% 

17 

30 

9 

PARITY 

57.5 

9.9 

11.2 

1992 

# 

3 

5 

2 

% 

18 

29 

12 

CATEGORY  G: 

SKILLED  CRAFT 

TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

# 

94 

41 

18 

% 

49 

21 

9 

PARITY 

1992 

57.5 

9.9 

11.2 

# 

98 

44 

18 

% 

48 

22 

9 

FILI 

INDIAN 

MEN 

WOMEN 

4 

0 

5 

18 

23 

17 

0 

22 

78 

100 

5.4 

0.4 

54.8 

45.2 

2 

0 

4 

13 

17 

12 

0 

24 

76 

100 

FILI 

INDIAN 

MEN 

WOMEN 

18 

0 

171 

22 

193 

9 

0 

89 

11 

100 

5.4 

0.4 

93.7 

6.7 

20 

0 

181 

22 

203 

10 

0 

89 

11 

100 

ASIAN 

6 

26 

15.3 

5 

29 

ASIAN 

22 

11 

15.3 

23 

11 
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CATEGORY  H:  SERVICE/MAINTENANCE 


TOTAL 

1991 

WHITE 

BLACK 

HISPANIC 

ASIAN 

# 

5 

8 

7 

1 

% 

24 

38 

33 

5 

PARITY 

1992 

57.5 

9.9 

11.2 

15.: 

# 

4 

9 

7 

1 

% 

19 

43 

33 

5 

FILI 

INDIAN 

MEN 

WOMEN 

0 

0 

19 

2 

21 

0 

0 

90 

10 

100 

5.4 

0.4 

54.8 

45.2 

0 

0 

19 

2 

21 

0 

0 

90 

10 

100 
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VI.  GOALS  AND  TIMETABLES 


The  long  term  goal  of  the  Department  of  Public  Works  is  to  attain  a 
workforce  where  minorities  and  women  are  represented  in  all  occupational 
categories  in  numbers  equal  to  their  availability  in  the  San  Francisco  labor 
market. 

The  attainment  of  these  long  term  goals  will  be  dependent  upon  the  good 
faith  commitment  of  the  management  of  DPW  to  the  principles  of  Equal 
Employment  Opportunity  and  on  the  implementation  of  this  Affirmative  Action 
Program. 

The  means  of  achieving  these  goals  will  be  through  the  fulfillment  of 
established  yearly  goals  which  are  intended  to  attain  the  long  range  goal  of 
parity  in  five  years. 

The  overall  San  Francisco  labor  market  availability  is  based  on  the  1980 
U.S.  Census.  The  percentages  are: 

White  Black  Hispanic  Asian  Filipino  Am.Ind.  Men  Women 

57.5%  9.9%  11.2%  15.3%  5.4%  0.4%  54.8%  45.2% 

The  occupational  categories  which  are  used  by  DPW  are: 

A - Officials  and  Administrators 
B - Professionals 

BE-  Professional  (Architects,  Engineers) 

C - Technicians 
D - Protective  Services 
E - Paraprofessional s 
F - Office  & Clerical 
G - Skilled  Craft 
H - Service  Maintenance 

Certain  San  Francisco  Civil  Service  Classifications  which  are  used  in  DPW 
have  their  labor  force  availability  established  at  percentages  which  differ 
from  the  overall  labor  force  availability.  These  classifications  have  their 
labor  force  availability  percentages  established  by  Special  Occupational 
Tabulations  (SOT)  determined  by  the  U.S.  Census  for  specific  employment 
categories  which  have  licensing  requirements.  Primarily,  these  are 
engineering  and  architect  classifications. 

Due  to  these  differences  in  labor  market  availability,  classifications  in 
the  Special  Occupational  Tabulation  groups  use  different  labor  force  figures 
in  establishing  goals.  The  percentages  for  these  SOT  classes  are: 

BE  - Professional  (Architects  & Engineers) 

Black  Hispanic  Asian  Filipino  Am.Ind.  Women 

2.6%  3.7%  14.9%  5.4%  0.4%  5.7% 
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Additionally,  the  City  and  County  of  San  Francisco  has  established  a city 
wide  goal  of  6.7%  for  women  in  the  Skilled  Craft  category.  This  is  based  on 
the  labor  force  availability  figure  for  women  in  this  historically  male 
dominated  occupational  category.  Accordingly,  goals  for  women  are  set  based 
on  this  percentage  level. 

The  establishment  of  goals  are  based  on  an  evaluation  of  many  factors  which 
include  current  and  projected  vacancies,  anticipated  growth,  availability  of 
qualified  targeted  minorities  and  women  on  eligible  lists  or  from  lower 
civil  service  classifications. 

A potential  constraint  to  the  attainment  of  goals  is  the  possibility  of  a 
hiring  freeze  during  the  current  budget  deficit  situation.  This  may  limit 
the  number  of  positions  available  for  appointment  or  which  may  be  kept 
vacant  for  salary  savings  purposes. 

The  monitoring  of  progress  toward  goal  attainment  will  be  performed  by  DPW 
Affirmative  Action  staff  which  will  keep  DPW  management  apprised  of  progress 
toward  goal  attainment  on  a regular  basis. 

It  should  be  noted  that  goals  are  not  intended  to  be  rigid  quotas  but  should 
be  considered  as  flexible  targets  for  attaining  a workforce  which  is 
reflective  of  the  San  Francisco  labor  force. 
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I.  Affirmative  Action  Goals  by  Total  Department 


Use  a separate  form  for  department  and/or  division,  bureau  or  unit  for  which 
the  Utilization  Analysis  indicates  goals  are  needed. 

Department/Division:  Department  of  Public  Works 

Anticipated  Vacancies:  Number  and  description. 

On  a department  wide  basis  there  are  approximately  400  vacancies  in  DPW  in 
various  employment  categories  and  classifications.  Of  these,  approximately 
120  are  vacancies  created  by  retirement  under  the  early  retirement  program. 
It  is  difficult  to  estimate  the  number  of  positions,  however,  which  will 
be  approved  for  fill  behind  appointments  due  to  the  city’s  current  fiscal 
circumstances. 


Affirmative 

Action  Goal s for 

June  30,  1993 

Tarqet  Group 

Un-deruti  1 ized 

New  Hires/ 

Total 

Percent 

Women 

Promotions 

+25 

397 

22% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  A - Officials/Administrators ___ 

If  by  division,  identify:  

Anticipated  Vacancies:  Number  and  description. 


5182  Deputy  Director.  Public  Works  & Engineering 

5183  Deputy  Superintendent.  Building  Inspection 
5192  Asst,  to  Director  Public  Works 


5122  Asst.  City  Architect 


5178  Asst.  Superintendent,  Property  Conservation 


5179  Asst . Superintendent.,  Bldg . . ■Inspe.cJiion_Adnii.Ti_ 


Affirmative  Action  Goals  for  June  30,  1993 


Target  Group  Underutilized  New  Hires/  Total 
Promotions 

Blacks  +1  1 
Hispanics  +1  1 
Filipinos  +1  1 
Women  +1  2 


Percent 

4% 

4% 

4% 

8% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Professionals  (Miscellaneous) 

If  by  division,  identify:  General  Administration 

Anticipated  Vacancies:  Number  and  description. 

1650  Accountant 1864  Senior  Systems  & Procedure  Analyst 

1652  Senior  Accountant 1874  Senior  Programmer  Analyst 

1656  Head  Accountant 

1658  Chief  Accountant 

1811  MIS  Specialist  I 

1819  MIS  Specialist  III 

1842  Management  Assistant 


Affirmative 

Action  Goal s for 

June  30,  1993 

Target  Group  Underutilized 

New  Hires/ 
Promotions 

Total 

Percent 

Blacks 

+l 

16 

9% 

Hispanics 

+1 

12 

7% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Professionals  (Miscellaneous) 

If  by  division,  identify:  Bureau  of  Engineering 

Anticipated  Vacancies:  Number  and  description. 

None  


Affirmative  Action  Goals  for 

June  30,  1993 

Tarqet  Group  Underutilized  New  Hires/ 

Promotions 

Total 

Percent 

Hispanics 

+1 

1 

3% 

Women 

+2 

12 

41% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Professionals  (Miscellaneous) 

If  by  division,  identify:  Bureau  of  Building  Inspection 

Anticipated  Vacancies:  Number  and  description. 

1811  MIS  Specialist  

1818  MIS  Specialist  II  

2 - 1819  MIS  Specialist  III 

1842  Management  Asst. 


Affirmative  Action  Goals  for  June  30,  1993 

Tarqet  Group  Underutilized  New  Hires/  Total 

Promotions 

Percent 

Hlspanics 

+1  1 

4% 

Women 

+2  6 

22% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Professionals  (Architects) 

If  by  division,  identify:  Bureau  of  Architecture 

Anticipated  Vacancies:  Number  and  description. 


5 - 5260  Archtectural  Asst.  I 


4 - 5261  Architectural  Asst,  II 


2 - 5265  Architectural  Associate  I 

2 - 5266  Architectural  Associate  II 

2 - 5268  Architect 


Affirmative  Action  Goals  for  June  30,  1993 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Blacks  +1  1 


Percent 

4% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Professionals  (Engineers) 

If  by  division,  identify:  Bureau  of  Engineering 

Anticipated  Vacancies:  Number  and  description. 

5174  Administrative  Engineer 5224  Assoc.  Water  Purification  Engr. 

4 - 5202  Jr.  Civil  Engineer  3 - 5236  Asst.  Electrical  Engineer 

12  - 5204  Asst.  Civil  Engineer  5238  Assoc.  Electrical  Engineer 

4 - 5206  Assoc.  Civil  Engineer  5242  Sr.  Electrical  Engineer 

7 - 5208  Civil  Engineer  2 - 5247  Assoc.  Sanitary  Engineer 

1 - 5210  Senior  Civil  Engineer  3 - 5248  Sanitary  Engineer 

2 - 5212  Principal  Engineer 3 - 5252  Asst.  Mechanical  Engineer 

5220  Jr.  Water  Purification  Engr.  5254  Assoc.  Mechanical  Engineer 

Affirmative  Action  Goals  for  June  30,  1993 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Filipinos  +1  5 


Percent 




Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Professionals  (Engineers) 

If  by  division,  identify:  Bureau  of  Building  Inspection 

Anticipated  Vacancies:  Number  and  description. 


2 - 5204  Asst.  Civil  Engineer 


5 - 5206  Assoc.  Civil  Engineer 
2 - 5208  Civil  Engineer 


5258  Senior  Mechanical  Engineer 


Affirmative  Action  Goals  for 

June  30,  1993 

Tarqet  Group  Underutilized  New  Hires/ 

Promotions 

Total 

Percent 

Blacks 

+1 

1 

4% 

Hispanics 

+1 

1 

4% 

Filipinos 

+1 

1 

4% 

Women 

+1 

1 

4% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Technicians  

If  by  division,  identify:  Bureau  of  Building  Inspection 

Anticipated  Vacancies:  Number  and  description. 

2 - 5360  Civil  Engineering  Asst.  I 

2 - 6242  Plumbing  Inspector 

4 - 6248  Electrical  Inspector 

4 - 6331  Building  Inspector 

2 - 6333  Sr.  Building  Inspector 


Affirmative  Action  Goals  for  June  30,  1993 


Target  Group  Underutilized  New  Hires/  Total 
Promotions 

Blacks  +2  6 
Hispanics  +2  7 
Filipinos  +2  2 
Women  +4  9 


Percent 


7% 

9% 

2% 


11% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Technicians 

If  by  division,  identify:  Bureau  of  Engineering 

Anticipated  Vacancies:  Number  and  description. 

3 - 5346  Mechanical  Engineering  Assoc.  I 

5354  Electrical  Engineering  Assoc.  I 

6 - 5362  Civil  Engineering  Asst.  II 

4 - 5366  Engineering  Assoc.  II 

6106  Sanitary  Engineering  Technicians 
3 - 6230  Street  Inspector 

2 - 6231  Senior  Street  Inspector 


Affirmative  Action  Goals  for  June  30,  1993 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Women  +2  18 


Percent 

20% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  Office/Clerical 

If  by  division,  identify:  Bureau  of  Building  Inspection 

Anticipated  Vacancies:  Number  and  description. 

1408  Principal  Clerk 

1410  Chief  Clerk 

1424  Clerk  Typist 

12  - 1426  Senior  Clerk  Typist  

2 - 1446  Secretary  II 

1853  Control  Clerk  - EDP 


Affirmative  Action  Goals  for  June  30,  1993 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Hispanics  +2  6 


Percent 

11% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  2708  Custodian 


If  by  division,  identify:  Bureau  of  Building  Repair 
Anticipated  Vacancies:  Number  and  description. 

. — Nine  2708  Custodian  Vacancies. 


Affirmative  Action  Goals  for  June  30, 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Filipinos +1  5 


1993 


Percent 


5% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  3417  Gardener 

If  by  division,  identify:  Bureau  of  Street  Cleaning  & Urban  Forestry 

Anticipated  Vacancies:  Number  and  description. 

Two  3417  Gardener  Vacancies  


Affirmative  Action  Goals  for  June  30, 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Asians  +1  3 


1993 


Percent 


8% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  5206  Associate  Civil  Engineer 

If  by  di vi sion,  identify:  

Anticipated  Vacancies:  Number  and  description. 

Twelve  Vacancies  Throughout  Various  Bureaus 


Affirmative  Action  Goals  for  June  30,  1993 


Tarqet  Group  Underutilized 

New  Hires/ 

Total 

Percent 

Promotions 

Blacks 

+1 

1 

4% 

Hispanics 

+1 

l 

4% 

Women 

+1 

2 

8% 

Goals  may  include  accomplishments  made  since  7/1/91. 


119 


III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  5208  Civil  Engineer 


If  by  division,  identify: 

Anticipated  Vacancies:  Number  and  description. 

Ten  Vacancies  in  Various  Bureaus 


Aff i rmati ve 

Action  Goals  for 

June  30,  1993 

Tarqet  Group  Underutilized 

New  Hires/ 
Promotions 

Total 

Percent 

Blacks 

+1 

1 

5% 

Hispanics 

+1 

1 

5% 

Filipinos 

+1 

1 

5% 

Women 

+1 

1 

5% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  6106  Sanitary  Engineering  Technician 

If  by  division,  identify:  Bureau  of  Water  Pollution  Control 

Anticipated  Vacancies:  Number  and  description. 

One  .y^c.ancy  .in  .this  Bureau 


Affirmative  Action  Goals  for  June  30,  1993 


Target  Group  Underutilized 


New  Hires/ 
Promotions 


Total 


Percent 

38% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  6331  Building  Inspector 

If  by  division,  identify: 

Anticipated  Vacancies:  Number  and  description. 


Nine  Vacancies  in  Various  Bureaus 


Affirmative  Action  Goals  for  June  30,  1993 


Target  Grom:  Underutilized 

Blacks 

Hispanics 

Filipinos 

Women 


New  Hires/  Total 

Promotions 

+1  4 

+1  4 

+1  __1 

+2  4 


Percent 


1QZ. 

10% 

3% 

10% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7215  General  Laborer  Supervisor  I 

If  by  division,  identify:  

Anticipated  Vacancies:  Number  and  description. 

None 


Affirmative  Action  Goals  for  June  30,  1993 


Target  Group  Unde "ut 1 1 i zed 


New  Hires/ 
Promotions 

+1 


Total 


+2 


Pe-cent 

8% 

8% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7311  Cement  Mason 

If  by  division,  identify:  Bureau  of  Building  repair 

Anticipated  Vacancies:  Number  and  description. 

Three  Vacancies  in  this  Bureau 


Affirmative  Action  Goals  for  June  30, 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Asians  +1  3 

Filipinos  +1  1 

Women  +2  2 


1993 


Percent 

15% 

5% 

10% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7334  Stationary  Engineer 


If  by  division,  identify:  Bureau  of  Building  Repair 

Anticipated  Vacancies:  Number  and  description. 

Five  Vacancies  in  this  Bureau 


Affirmative  Action  Goals  for  June  30,  1993 


Tarqet  Group  Underutilized 

New  Hires/ 

Total 

Percent 

Promotions 

Blacks 

+1 

1 

5% 

Hispanics 

+1 

3 

14% 

Women 

+1 

2 

9% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7345  Electrician 

If  by  division,  identify:  Bureau  of  Building  Repair 

Anticipated  Vacancies:  Number  and  description. 

One  Vacancy  in  the  Bureau 


Pe-  :e 


JJJL 

7% 


18% 


Goals  may  include  accomplishments  made  since  7/1/91. 


Target  L)nje-jt:  l ized 

Blacks 

Hispanics 


Affirmative  Ac t i GcaU  f O’*  June  30,  1 993 
Total 


he*  Hi  res/ 
Promotions 


+ 1 


Asians 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7334  Stationary  Engineer 


If  by  division,  identify:  Bureau  of  Building  Repair 

Anticipated  Vacancies:  Number  and  description. 

Five  Vacancies  in  this  Bureau 


Affirmative  Action  Gcals  for  June  30,  1993 


Target  Group  Underutilized  New  Hires/  Total 

Promotions 

Blacks  +1  1 

Hispanics  +1  3 

Women  +1  2 


Percent 


5% 


14% 


9% 


Goals  may  include  accomplishments  made  since  7/1/91. 


125 


III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7345  Electrician 

If  by  division,  identify:  Bureau  of  Building  Repair 

Anticipated  Vacancies:  Number  and  description. 

One  Vacancy  in  the  Bureau 


Target  Un de- ut : 1 ized 

Blacks 

Hispanics 


Affirmative  Actic*  Goals  fo-  June  30,  1993 
Total 


Ne*  Hires/ 
Promotions 


+ 1 


Asians 


Per 


ent 


III 

7% 


18% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7355  Truck  Driver 


If  by  division,  identify:  Bureau  of  Street  Cleaning 
Anticipated  Vacancies:  Number  and  description. 

Six  Vacancies  in  this  Bureau 


Affirmative  Action  Goals  for  June  30,  1993 

Target  Group  Underutilized  New  Hires/  Total 

Promotions 


Percent 


Filipinos 


_22_ 


_4Z_ 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7372  Stationary  Engineer.  Sewa^P  Plant 

If  by  division,  identify:  Bureau  of  Water  Pollution  Control 

Anticipated  Vacancies:  Number  and  description. 

Fifteen  Vacancies  in  this  Bureau 


Aff  • rrr-ati  ve 


Target  Group  Unde-ut::  1 i zed 


Asians 


Act  ^ cn  Goaj_s  for  June  30.  1 993 

New  Hires/  Total 

P-QTiot  i ons 

_±2 _JLO 


Pe-c 


ent 


9% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 
Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7375  Apprentice  Stationary  Engineer,  Sewage  Plant 

If  by  division,  identify:  Bureau  of  Water  Pollution  Control 

Anticipated  Vacancies:  Number  and  description. 

Three  Vacancies  in  this  Bureau 


Aff ■ rmati ve 

Target  Group  Unde ^ ut i 1 i zed 

Hispanic 

Asians 


Act i on  Gcals  for  June  30,  1993 

New  Hires/  Total 

Promotions 

+1  3 


+1  3 


Per 


ent 


14% 

14% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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) 


II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  7373  Senior  Stationary  Engineer.  Sewage  Plant 

If  by  division,  identify:  Bureau  of  Water  Pollution  Control 

Anticipated  Vacancies:  Number  and  description. 

Sixteen  Vacancies  in  the  Bureau 


> 


Aff i rmati ve 

Action  Goal s for 

June  30,  1993 

Tarqet  Group  Underutilized 

New  Hires/ 
Promotions 

Total 

Percent 

Hispanics 

+1 

3 

91 

Filipinos 

+l 

] 

31 

I — 

Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7421  Sewer  Maintenance  Worker 

If  by  division,  identify:  Bureau  of  Street  & Sewer  Repair  

Anticipated  Vacancies:  Number  and  description. 

Twelve  Vacancies  in  this  Bureau  


Affirmative 

Action  Goals  for 

June  30,  1993 

Tarqet  Group  Unde 

rut i 1 ized 

New  Hires/ 

Total 

Percent 

Promotions 

Asians 

+1 

1 

4% 

Filipino 

+l 

1 

4% 

Women 

+2 

2 

7% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7514  General  Laborer 

If  by  division,  identify:  Bureau  of  Street  cleaning 

Anticipated  Vacancies:  Number  and  description. 

One  Vacancy  in  this  Bureau 


Af  f i rmat  i ve 

Target  Group  Unde - ut i 1 i zed 
Asians 

Women 


Action  Gcals  for  June  30,  1993 

New  Hires/  Total 

P-omotions 

+2  17 


+2 23 


Pe-c 


ent 


122, 

18% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  7514  General  Laborer 

If  bv  division,  identify:  Bureau  of  Water  Pollution  Control 

Anticipated  Vacancies:  Number  and  description. 

Five  Vacancies  in  this  Bureau 


Affirmative  Action  Goals  for  June  30, 

Target  Grot'C  Unde-ut i 1 i zed  New  Hires/  Total 

Promotions 

Asians  +1  2 

Filipinos  +1  i 

Women  +1  3 


1993 


Pe-:ent 


10% 


SL 

14% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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VII.  AFFIRMATIVE  ACTION  ACTIVITIES 


In  order  to  prevent  potential  discrimination  in  the  work  environment,  and  in 
order  to  achieve  the  ultimate  goal  of  a representational  workforce  in  the 
Department  of  Public  Works,  the  following  activities  are  being  implemented. 

1.  Conduct  targeted  recruitment  for  non-civil  service  employment  vacancies 
in  order  to  increase  the  representation  of  women  and  minorities  in  those 
classes  where  they  are  below  parity.  DPW  staff,  in  conjunction  with  Civil 
Service  Commission  staff,  will  work  toward  recruiting  qualified  persons  in 
order  to  enhance  the  opportunities  to  hire  persons  from  groups  which  are 
currently  underrepresented  in  proportion  to  their  workforce  availability. 

A mailing  list  which  targets  women  and  minorities  within  various 
professional  associations,  craft  and  trades  groups,  universities  and 
colleges  or  other  such  sources,  has  been  developed  and  will  be  updated  and 
maintained  for  purposes  of  focused  recruitment  efforts. 

2.  A formal  process  for  receiving  and  investigating  complaints  of 
discrimination  has  been  established  with  the  permanent  appointment  of  an 
Affirmative  Action  Coordinator  for  the  Department  of  Public  Works. 

3.  All  policies  regarding  equal  employment  opportunity  and  discrimination 
have  been  updated  and  revised  for  signature  by  the  Director,  DPW.  These  are 
both  DPW  and  city  policies  on  Equal  Employment  Opportunity;  the  prohibition 
against  sexual  harassment;  policies  prohibiting  racial  or  sexual  slurs,  and 
the  policy  on  language  diversity.  These  policies  and  revised  instructions 
for  filing  discrimination  complaints  have  been  combined  into  packets  which 
have  been  posted  at  all  working  locations  and  have  been  distributed  to  each 
manager  and  supervisor  throughout  the  Department  of  Public  Works. 

4.  The  DPW  Affirmative  Action  Coordinator,  in  conjunction  with  the  city 
wide  EEO  group  has  developed  a brochure  on  the  Americans  with  Disabilities 
Act  of  1991.  It  is  intended  for  this  brochure  to  be  a reference  tool  for 
managers  and  supervisors  with  regard  to  employment  of  persons  with 

di sabi 1 ities. 

5.  The  Bureau  of  Engineering  continues  to  participate  in  the  Student 
Engineering  Program  which  provides  summer  employment  opportunities  to 
college  engineering  students.  Staff  of  the  personnel  division  participates 
in  recruiting  and  hiring  of  trainee  candidates.  Although  candidates  for 
these  trainee  positions  are  currently  enrolled  in  undergraduate  engineering 
programs  at  various  colleges,  their  employments  are  counted  within  the 
Technicians  occupational  category  since  they  do  not,  for  the  most  part,  meet 
either  the  degree  or  licensing  requirements. 

6.  A component  of  the  new  employee  orientation  is  devoted  to  informing 
employees  of  their  rights  and  responsibilities  with  regard  to  being  entitled 
to,  and  maintaining  a workplace  free  of  discrimination.  This  orientation 
is  presented  on  a quarterly  basis  to  all  new  DPW  employees. 
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7.  The  workforce  of  the  DPW  is  being  reviewed  in  order  to  determine  whether 
classifications  properly  fall  within  their  appropriate  occupational 
categories  as  defined  by  the  EEOC  occupational  descriptions.  This  may 
result  in  classifications  being  reassigned  from  their  current  categories  to 
categories  which  more  accurately  describe  job  functions. 

8.  Approximately  360  managers  and  supervisors  have  received  manadatory 
training  on  the  prevention  of  sexual  harassment  as  provided  by  the  Civil 
Service  Commission ' s Staff  Development  unit  through  a component  of  the 
"Supervisor  as  Coach"  training  program.  On  a voluntary  basis,  285  DPW 
employees  attended  the  "Voices  and  Choices"  training  program  which  contained 
a component  on  attitudes  surrounding  the  issue  of  sexual  harassment.  Lastly, 
approximately  340  managerial,  supervisory  and  line  employees  have  received 
training  on  the  prevention  of  sexual  harassment  at  the  Army  Street  facility 
through  consultants  contracted  for  by  the  Bureau  of  Water  Pollution  Control. 

9.  A departmental  wide  survey  has  been  performed  by  the  DPW  Disability 
Access  Coordinator  in  order  to  determine  the  accessibility  to  services  and 
buildings  where  public  meetings  or  hearings  may  be  held.  Information 
regarding  the  availability  of  accommodations  for  persons  with  disabilities 
is  to  be  provided  to  members  of  the  public  on  all  public  meeting  notices  and 
agendas. 

10.  The  DPW  Affirmative  Action  Coordinator  has  participated  in  a city  wide 
committee  which  has  developed  a brochure  on  the  1991  American  with 
Disabilities  Act.  This  brochure  is  intended  to  serve  as  a quick  reference 
tool  for  line  managers  in  order  to  inform  them  of  their  legal 
responsibilities  in  dealing  with  employees,  and  applicants  for  employment, 
who  are  permanently  disabled. 

11.  The  DPW  Affirmative  Action  Coordinator,  in  conjunction  with  the  Civil 
Service  Commission's  Rule  34  Coordinator,  has  met  with  several  DPW  bureau 
managers  to  inform  them  of  the  availability  of  CSC  Rule  34  which  provides 
for  the  permanent  appointment  of  permanently  disabled  persons.  Within  the 
last  year,  four  persons  with  disablities  have  received  appointments  under 
the  provisions  of  Rule  34. 

12.  The  Affirmative  Action  Coordinator  in  conjunction  with  various  bureau 
and  Civil  Service  staff  has  participated,  and  will  participate,  in 
employment  job  fairs  throughout  the  S.F.  bay  area  during  this  reporting 
period. 

13.  The  DPW's  participation  in  the  Stationary  Engineer  Apprenticeship 
program  has  resulted  in  substantial  success  as  a means  for  introducing  women 
into  this  non-traditional  area  of  employment  for  women.  Women  currently 
represent  50%  percent  of  this  classification.  Efforts  will  continue  toward 
using  this  means  for  increasing  women  representation  in  other  classes  where 
possible. 

14.  The  Staff  Development  unit  of  the  Personnel  Division  has  developed 
Guidelines  for  "Fair  Interviewing"  techniques  which  will  be  implemented 
within  the  forthcoming  year. 


135 


15.  Within  the  past  year  a "Self  Help"  women's  group  was  started  at  the 
Bureau  of  Building  Repair  with  the  intent  of  providing  a forum  to  discuss 
issues  in  the  work  environment  which  affect  women.  This  group,  which  is 
coordinated  by  the  bureau's  office  manager,  meets  on  an  as  needed  basis  to 
discuss  a range  of  topics  and  provide  counseling.  Several  other  bureaus 
throughout  DPW  have  now  formed  their  own  groups  modeled  on  BBR's  original 
group. 


16.  Formal  policies  are  being  developed  which  will  govern  the  Non-Civil 
Service  (NCS)  and  "Acting"  assignment  selection  processes.  These  processes, 
which  are  policies  established  by  the  DPW  Director,  are  to  be  implemented  in 
the  forthcoming  program  year. 
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VIII.  AFFIRMATIVE  ACTION  EVALUATION  AND  MONITORING 


The  Affirmative  Action  Coordinator  will  be  responsible  for  monitoring  and 
evaluating  the  implementation  of  DPW's  Affirmative  Action  Program. 
Evaluations  and  review  of  progress  will  be  conducted  in  the  following  ways: 

1.  All  certification  notices  will  be  reviewed  in  order  to  determine  whether 
employment  goals  have  been  established  for  that  classification  or  employment 
category.  A notification  form  will  be  attached  by  Personnel  Division  staff 
as  a reminder  to  selecting  managers  of  the  established  employment  goals. 

2.  Affirmative  Action  goals  will  be  evaluated  semi-annually  for  progress 
toward  parity  with  updates  being  provided  to  selecting  managers  regarding 
the  fulfillment  of  employment  goals. 

3.  Discrimination  complaints  will  be  reviewed  by  bureau,  complaint  bases 
and  issues  or  other  relevant  indices,  in  order  to  determine  whether  there 
are  trends  or  locations  within  DPW  which  demonstrate  inordinate  numbers  of 
complaints. 

4.  The  Affirmative  Action  Coordinator  will  periodically  walk  through  DPW 
facilities  for  the  purpose  of  assuring  that  all  EEO  policies  are  posted  and 
that  offensive  graphic  materials  are  not  evident  throughout  the  work 
environment.  Managers  and  supervisors  are  also  expected  to  periodically 
inspect  the  work  environments  within  their  areas  of  responsibility  for  this 
same  purpose.  Although  this  task  may  be  delegated,  managers  and  supervisors 
should  be  aware  that  they  still  maintain  responsibl ity  for  the  work  area. 

5.  The  Affirmative  Action  Coordinator  will  also  provide  reports  regarding 
AA  progress  to  the  CAO,  the  Director  DPW,  the  Mayor,  the  Board  of 
Supervisors,  Human  Rights  Commission,  Commission  on  the  Status  of  Women  and 
other  regulatory  agencies  such  as  the  U.S.  Equal  Employment  Opportunity 
(EEOC)  and  California  Department  of  Fair  Employment  and  Housing  (DFEH). 
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IX.  DISSEMINATION  OF  PLAN 


The  Affirmative  Action  Plan  is  to  be  distributed  to  all  DPW  bureau  and 
division  managers  and  their  personnel  liaisons. 

A copy  of  this  DPW  Affirmative  Action  Plan  will  be  available  for  review  at 
the  reception  desk  of  the  DPW  Division  of  Personnel,  1170  Market  Street,  7th 
Floor. 

Additional  copies  of  the  Affirmative  Action  Plan  are  to  be  sent  to  the 
following: 

1.  Mayor's  Office 

2.  Chief  Administrative  Officer 

3.  Director,  Department  of  Public  Works 

4.  Executive  Director,  CWP;  Deputy  Directors;  and  Assistant  Director 

5.  Civil  Service  Commission,  EEO  Unit 

6.  Human  Rights  Commission 

7.  Commission  on  the  Status  of  Women 

Additionally,  notices  will  be  posted  at  all  DPW  work  locations  which  will 
indicate  the  availability  and  location  of  reading  copies  of  the  Affirmative 
Action  Plan. 
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CITY  AND  COUNTY  OF  SAN  FRANCISCO 
DEPARTMENT  OF  PUBLIC  WORKS 
OFFICE  OF  THE  DIRECTOR 


MEMORANDUM 


TO: 


ALL  DEPUTY  DIRECT  ' 
ALL  BUREAU  HEADS 


FROM: 


JOHN  E.  CRIBBS  y£>  A 
DIRECTOR  OF  PUBLIC/WORKS 


DATE:  April  1,  1992  u 

SUBJECT:  POLICIES  ON  SEXUAL  HARASSMENT,  USE  OF  SLURS, 

AND  EMPLOYMENT  DISCRIMINATION 


Please  find  attached  updated  copies  of  the  Department  of  Public  Works 
policies  regarding  sexual  harassment,  the  use  of  slurs,  employment 
discrimination,  and  language  diversity.  A summary  sheet  precedes  the  actual 
policies  as  an  aid  to  explaining  and  understanding  management  and  employee 
rights  and  responsibilities  in  these  important  areas.  Ensure  that  all 
employees  under  your  responsibility  receive  and  read  these  materials. 

Managers  and  supervisors  have  a legal  responsibility  to  ensure  a safe  and 
discrimination  free  work  environment.  In  order  to  avoid  violations  of  law 
and  these  policies,  managers  and  supervisors  are  directed  to  follow  these 
guidel ines: 


Instructing  Employees  - Supervisors  must  ensure  that  all 
employees,  including  new  employees,  are  instructed  on  the  content 
of  the  sexual  harassment,  use  of  slurs,  and  employment 
discrimination  policies,  as  well  as  of  the  DPW  and  Civil  Service 
Commission's  procedures  for  filing  complaints. 

These  policies  and  procedures  should  be  posted  in  work  site  areas 
which  are  accessible  to  all  employees. 

Supervisors  should  become  familiar  with  those  behaviors  which 
constitute  sexual  harassment  or  other  forms  of  discrimination. 
They  should  express  strong  disapproval  of  violations  of  these 
policies,  and  develop  methods  to  improve  the  awareness  of  these 
policies  by  all  employees.  A supervisor's  own  behavior  should 
serve  as  a model  for  his  or  her  employees. 

Responding  to  Complaints  - All  management  and  supervisory  staff 
should  pay  particular  attention  to  potential  sexual  harassment, 
use  of  slurs,  and  employment  discrimination  complaints.  If  you 
become  aware  of  problems  in  these  areas,  you  should  respond 
immediately.  Supervisors  can  be  held  liable  for  failing  to  take 


corrective  action  when  they  knew  or  reasonably  should  have  known 
of  certain  violations. 

If  a complaint  is  brought  directly  to  the  attention  of  a 
supervisor  or  manager,  it  must  be  thoroughly  investigated  and  the 
complainant  given  a timely  response.  In  sexual  harassment 
complaints,  written  notification  must  be  provided  within  three 
days  to  the  DPW  AA  Coordinator  at  the  Division  of  Personnel. 

(See  attached  Sexual  Harassment  policy.)  There  must  be  a timely 
flow  of  information  between  supervisors  and  management.  It  is  of 
utmost  importance  that  confidentiality  is  maintained  at  all 
levels  of  investigation.  The  AA  Coordinator  is  available  to 
provide  assistance  on  internal  investigations  of  discrimination 
complaints. 

If  a formal  complaint  has  been  filed  with  the  DPW  Affirmative 
Action  Coordinator;  the  Civil  Service  Commission  or  any  other 
authorized  outside  investigative  agency,  then  managers, 
supervisors,  and  other  employees  must  cooperate  in  the 
investigation. 

Disciplinary  Action  - If  an  employee  is  found  to  be  violating 
these  policies,  then  disciplinary  action  must  be  taken.  The 
employees  must  be  aware  of  the  policies,  and  disciplinary  action 
must  be  applied  equally  to  all  violators. 

Equal  Employment  Opportunity  - In  interviewing  job  applicants, 
supervisors  are  not  to  ask  questions  intended  to  establish  any 
job  applicant's  race,  religion,  national  origin,  age,  marital 
status,  sexual  habits,  personal  relationships,  intentions  to  have 
children  in  the  future,  child-care  arrangements,  or  education  not 
necessary  for  the  position  for  which  he/she  is  interviewing. 

Retal iation  against  employees  who  file  complaints,  or  participate  in  an 
investigation,  is  also  a form  of  discrimination  and  is  forbidden  by  law. 
Supervisors  must  not  place  employees  who  are  complaining  or  participating  in 
an  investigation  under  special  surveillance,  contrive  reprimands  or  bad 
performance  evaluations,  or  take  any  other  illegitimate  employment  actions. 
This  is  not  intended,  however,  to  deprive  a supervisor  from  imposing 
disciplinary  action  on  an  employee  when  that  action  is  legitimately 
warranted. 

It  is  critical  that  we  devote  attention  to  potential  sexual  harassment, 
slurs,  and  discrimination  problems.  Thank  you  for  your  cooperation.  Please 
contact  the  DPW  Senior  Personnel  Officer  554-4910,  or  the  DPW  Affirmative 
Action  Coordinator  554-6009  if  you  have  any  questions. 


GMLTREEO 


SUMMARY 


DPW  EQUAL  EMPLOYMENT  OPPORTUNITY  POLICY 
DPW  SEXUAL  HARASSMENT  POLICY 
DPW  ANTI-SLUR  POLICY 
DPW  LANGUAGE  DIVERSITY  POLICY 
FILING  A DISCRIMINATION  COMPLAINT 


I.  DPW  EQUAL  EMPLOYMENT  OPPORTUNITY  POLICY 

DPW  is  an  equal  opportunity  employer.  Women,  minorities,  and 
handicapped  are  encouraged  to  apply. 

No  person  shall  be  discriminated  against  or  denied  the  benefits  of 
equal  terms,  privileges,  and  conditions  of  employment  because  of  race, 
color,  sex,  age,  ancestry,  national  origin,  ethnicity,  religion, 
marital  status,  handicap  (including  AIDS,  ARC  and  HIV,  political 
affiliation,  sexual  orientation,  or  medical  condition  (cancer  related). 

II.  SEXUAL  HARASSMENT 


Sexual  harassment  of  DPW  employees  or  applicants  for  employment  is 
prohibited. 

What  is  it? 

Unwelcome  sexual  advances,  requests  for  sexual  favors  and  other  verbal 
or  physical  conduct  of  a sexual  nature  constitute  sexual  harassment 
when: 

1.  submission  to  such  conduct  is  made  either  explicitly  or  implicitly 
a term  or  condition  of  an  individual's  employment. 

2.  submission  to  or  rejection  of  such  conduct  by  an  individual  is  used 
as  the  basis  for  employment  decisions  affecting  such  individual,  or, 

3.  such  conduct  has  the  purpose  or  effect  of  unreasonably  interfering 
with  an  individual's  work  performance  or  creating  an  intimidating, 
hostile,  or  offensive  working  environment. 

Examples  of  sexual  harassment  behavior: 

* requests  for  sexual  favors,  sexual  slurs,  sexual  jokes 

* unwanted  touching  in  a sexually  suggestive  or  offensive  manner, 
blocking  a person's  movement 

* displaying  sexually  suggestive  calendars,  posters,  graffiti, 
cartoons,  obscene  gestures 

Retal iation  against  an  employee  or  applicant  for  employment  who 
complains  of  sexual  harassment,  or  testifies  on  behalf  of  one  who  made 


a complaint  is  prohibited  and  will  be  considered  equivalent  to  sexual 
harassment. 

What  are  the  penalties? 

City  ordinance  requires  that  an  employee  who  has  engaged  in  sexual 
harassment  against  an  employee  or  applicant  for  employment,  shall 
receive  disciplinary  action  which  may  include  demotion  or  dismissal. 

III.  THE  USE  OF  SLURS 

It  is  the  policy  of  the  City  and  County  of  San  Francisco  and  DPW  to 
treat  all  persons  equally  and  with  respect,  and  to  prohibit  the  use  of 
slurs.  A slur  is  a word  or  combination  of  words  that  inflicts  injury; 
holds  one  up  to  public  contempt,  ridicule  and  shame;  disciplinary 
action  which  results  from  the  use  of  slurs  will  be  considered  as 
evidence  of  incompetence. 

IV.  POLICY  ON  LANGUAGE  DIVERSITY 

Civil  Service  policy  and  precedential  law  have  upheld  the  rights  of 
employees  to  use  their  primary  language  in  the  workplace.  Although 
business  necessity  may  require  English  only  in  certain  circumstances, 
this  is  viewed  as  a very  limited  application.  The  attached  Civil 
Service  policy  on  language  diversity  describes  the  circumstances  when 
it  may  be  appropriate. 

V.  FILING  A DISCRIMINATION  COMPLAINT 

Although  employees  are  encouraged  to  bring  complaints  which  allege 
discrimination  to  the  attention  of  their  supervisors  for  an  internal 
investigation  and  resolution,  formal  complaints  may  be  filed  with 
either  the  DPW  Affirmative  Action  Coordinator,  the  San  Francisco  Civil 
Service  Commission's  EEO  Unit,  the  San  Francisco  Commission  on  the 
Status  of  Women,  the  California  Department  of  Fair  Employment  and 
Housing  (DFEH),  or  the  federal  Equal  Employment  Opportunity  Commission 
(EEOC). 

Employees  should  note  that  they  may  file  with  any  of  the  above  agencies 
and  are  not  required  to  start  at  the  lowest  level  of  the  investigative 
process. 

Complaints  which  are  filed  with  the  Civil  Service  Commission  or  the 
Department  of  Public  Works  are  investigated  under  the  authority  of  the 
City  Charter  and  Civil  Service  Rules  which  provide  protections  from 
discrimination  on  the  following  bases: 

1.  Race 

2.  Color 

3.  Sex 

4.  Age 

5.  Ancestry 

6.  National  Origin 

7.  Ethnicity 
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8.  Religion 

9.  Marital  Status 

10.  Handicap  (including  AIDS,  ARC,  and  HIV) 

11.  Political  Affiliation 

12.  Sexual  Orientation 

13.  Medical  Condition  (cancer  related) 

14.  Retaliation 

The  investigative  roles  of  both  the  Civil  Service  Commission  and  the 
AA/EEO  Unit  of  DPW  is  that  of  objective  third  parties  whose  intent  is 
to  determine  whether  there  is  a factual  basis  to  discrimination 
complaints  and  provide  appropriate  remedies  when  required.  They  do  not 
represent  either  the  complainant  nor  the  respondent  department. 

Allegations  of  discrimination  which  are  filed  with  the  DPW  Affirmative 
Action  Unit  must  be  presented  in  writing  to: 

Affirmative  Action  Coordinator 
Division  of  Personnel  & Staff  Development 
1170  Market  Street,  7th  Floor 
San  Francisco  CA  94102 

Complaints  must  be  filed  within  thirty  (30)  days  of  the  alleged 
di scrimi nation. 

The  complaint  letter  must  include: 

1.  Complainant's  name 

2.  Work  location 

3.  Work  classification  and  title 

4.  Basis  of  the  complaint  (i.e.  race,  religion,  etc.) 

5.  A specific  description  of  the  alleged  discriminatory  action 

6.  Dates  of  the  alleged  discrimination 

7.  A brief  description  of  events  surrounding  the  allegation 

8.  A request  for  an  investigation 

For  more  information,  please  call  the  DPW  Affirmative  Action/Equal 
Employment  Opportunity  unit  at  554-6009. 

(Please  see  attached  procedures  for  filing  complaints  with  the  San 
Francisco  Civil  Service  Commission's  EEO  office.) 


CITY  ANO  COUNTY  OF  SAN  FRANCISCO 


CIVIL  SERVICE  COMMISSION 


HOW  TO  FTLE  A DISCRIMINATION  COMPLAINT 


Equal  Employment  Opportunity  Unit  - Role  and  Purpose 

The  Equal  Employment  Opportunity  (EEO)  Unit  of  the  Civil  Service 
Commission  Investigates  complaints  of  discrimination  filed  by  City 
and  County  employees  or  applicants  for  employment.  The  authority  to 
Investigate  such  complaints  stems  from  Section  3.661(c)  of  the  San 
Francisco  Charter  and  Section  1 . 03F  of  the  Civil  Service  Rules. 

The  Investigative  role  of  the  EEO  Unit  Is  that  of  an  objective 
third  party,  representing  neither  the  complainant  (employee),  nor 
the  respondent  (department). 

Complaint  Process  ! 

8as1s : 

Discrimination  complaints  submitted  for  Investigation  must  be 
based  on  one  or  more  of  the  following:  RACE,  RELIGION,  SEX, 
NATIONAL  ORIGIN,  ETHNICITY.  AGE.  PHYSICAL  HANDICAP.  POLITICAL 
AFFILIATION.  SEXUAL  ORIENTATION.  ANCESTRY,  MARITAL  STATUS,  COLOR 
or  MEDICAL  CONDITION  ( cancer-related) . 

Actions  complained  of  may  Include'the  following:  DENIAL  OF 
EMPLOYMENT,  TRAINING,  PROMOTION  OR  REASONABLE  ACCOMMODATION; 
TERMINATION.  LAY-OFF  or  CONSTRUCTIVE  DISCHARGE,  OEMOTION, 
DISCIPLINARY  ACTION,  HARASSMENT,  WORX  ASSIGNMENT(S) . SEXUAL 
HARASSMENT. 

Other  Issues,  such  as  a disagreement  regarding  Department  rules 
or  regulations  affecting  working  conditions,  may  be  subject  to 
review  through  the  Employee  Grievance  procedure. 

Filing: 

A letter  specifying  In  detail  the  basis  of  discrimination  and 
the  dl scrlmlnatory  action  taken  must  be  sent  to: 

Mr.  John  Walsh 
General  Manager,  Personnel 
City  Hall,  Room  1 53 
San  Francisco,  CA  94102 

Ideally,  the  letter  of  complaint  should  Include  the  following 
Information: 

1.  Name,  address  and  daytime  phone  number. 

2.  The  basis  for  complaint:  l.e.  race,  religion,  etc. 

3.  The  discriminatory  action:  l.e.,  denial  of  employment, 
training,  promotion  or  reasonable  accommodation; 
termination;  etc. 

4.  The  date(s)  the  actlon(s)  In  question  took  place. 

5.  The  City  and  County  department  and  work  unit  accused  of 
discrimination. 

6.  The  names  and  classifications  of  the  Individuals  accused  of 
discrimination. 

7.  The  names,  classifications  and  daytime  phone  numbers  of  any 
witnesses  to  the  alleged  discriminatory  action. 

8.  A detailed  explanation  of  the  sequence  of  events  which  you 
believe  to  be  discriminatory. 

The  specific  action  you  are  seeking  In  order  to  correct  the 
all  onpfi  discrimination. 


9. 


DEPARTMENT  OF  PUBLIC  WORKS 


POLICY  PROHIBITING  SEXUAL  HARASSMENT 


The  Department  of  Public  Works  has  adopted  the  City's  policy  prohibiting 
sexual  harassment.  That  policy  is  found  in  the  Administrative  Code  Section 
16.9-25  and  reads  as  follows: 

Prohibiting  Sexual  Harassment  of  City  Employees;  Establishing  a 
Complaint  Procedure;  Providing  for  Disciplinary  Action;  Requiring 
Distribution  of  the  Policy;  Interpretation. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment 
by  a City  official  or  employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and 
employees  includes,  but  is  not  limited  to: 

1.  verbal  harassment,  e.g.  epithets,  derogatory  comments  or 
slurs; 

2.  physical  harassment,  e.g.  assault,  impeding  or  blocking 
movement,  gestures,  or  any  physical  interference  with  normal  work 
or  movement; 

3.  visual  forms  of  harassment,  e.g.,  derogatory  posters, 
letters,  poems,  graffiti,  cartoons  or  drawings;  or 

4.  requests  for  sexual  favors  or  unwanted  sexual  advances; 

when  the  foregoing  behavior  unreasonably  interferes  with  work 
performance,  creates  an  intimidating,  hostile  or  offensive  working 
environment,  influences  or  affects  the  career,  salary,  working  conditions, 
job,  or  other  aspects  of  career  development  of  an  employee  or  prospective 
employees,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City 
officials  and  supervisory  employees  also  constitutes  sexual  harassment; 

1.  Failing  to  take  corrective  action  when  the  officials  or 
supervisory  employees  know  or  reasonably  should  know,  that  an 
employee  in  the  line  of  supervision  of  the  officials  or 
supervisory  employees  is  being  subject  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

2.  Retaliation  against  an  employee  or  applicant  for  employment 
because  of  a complaint  that  an  employee  or  applicant  was 
subjected  to  sexual  harassment. 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment 
shall  inform  the  Department  head  (or  the  DPW  AA  Coordinator  as 
designee)  of  such  complaint  within  three  working  days.  Upon  receipt  of 
such  information  the  Department  head  (AA  Coordinator  as  designee)  shall 


inform,  in  writing  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  working  days.  Within  five  working  days  after 
receiving  notice  of  a complaint,  the  Civil  Service  Commssion  shall 
report  that  complaint  to  the  Commission  on  the  Status  of  Women.  . . . 

. . .(g)  Upon  a finding  that  a City  official  or  employee  has  engaged  in 

prohibited  sexual  harassment  as  defined  herein  against  a City  employee 
or  applicant  for  employment,  the  City  official  or  employee  shall 
receive  disciplinary  action  up  to  and  including  demotion  or  dismissal 
in  accordance  with  the  applicable  provisions  in  the  Charter.  A 
statement  of  those  findings,  of  the  disciplinary  action  taken,  and  of 
any  final  determination  of  subsequent  acts  of  sexual  harassment  shall 
be  made  a part  of  the  employee's  personnel  file  and  shall  be  included 
in  the  employee's  performance  evaluation. 

(h)  Whenever  a final  determination  is  made  that  an  action  taken 
against  a City  employee,  such  as  but  not  limited  to,  a reassignment, 
transfer,  termination,  disciplinary  action  or  demotion,  constitutes 
sexual  harassment,  the  responsible  appointing  officer  in  the  subject 
department  shall  set  aside  that  action  and  provide  a make  whole  remedy 
to  the  complainant  including  but  not  limited  to  reinstatement  of  all 
benefits,  seniority  and  back  pay.  After  a final  determination  is  made 
that  sexual  harassment  did  occur,  the  appointing  officer  in  the  subject 
department  shall  provide  written  notification  of  compliance  with  the 
requirements  of  this  section  to  the  General  Manager,  Personnel. 

(i)  Prevention  is  the  best  tool  for  the  elimination  of  sexual 
harassment.  All  City  and  County  commissions,  departments,  boards  and 
agencies  shall  provide  to  each  of  the  supervisory  employees  a copy  of 
the  ordinance  with  a written  explanation  of  the  Civil  Service  (and  DPW) 
procedure(s)  for  filing  a complaint  for  violation  thereof.  Each 
appointing  officer  shall  require  his  or  her  supervisory  personnel  to 
instruct  all  employees  under  their  supervision  of  the  contents  of  this 
ordinance  and  of  the  Civil  Service  procedures  for  filing  a complaint 
thereof,  and  shall  adopt  a specific  departmental  policy  delineating 
that  sexual  harassment  will  not  be  tolerated  and  shall  provide  to  or 
acquire  for  its  supervisory  personnel  a training  program  designed  to 
educate  and  thereby  prevent  sexual  harassment. 

(j)  This  policy  shall  be  construed  in  a manner  consistent  with  the 
right  of  free  speech,  association  and  privacy. 

(k)  The  offices  of  the  Human  Rights  Commission  and  the  Commission  on 
the  Status  of  Women  shall  be  available  to  provide  assistance  upon 
request  to  any  employee,  applicant  for  employment,  or  city  department 
whenever  appropriate. 

(l)  Nothing  in  this  section  is  intended  to  limit  the  power  of  a 
Department  Head  to  discipline  a department  employee  found  guilty  or 
responsible  for  sexual  harassment  or  retaliation. 


April  1,  1992 
EFFECTIVE  DATE 


EMPLOYEE  SEXUAL  HARASSMENT  REPORT 


(To  be  filled  out  by  supervisor) 


Name  of  Complaining  Party 


Class  # 


Date  Complaint  Received  by  Supvr. 


DPW  Bureau/Division 


Date(s)  of  Alleged  Incident(s)  Date  Forwarded  to  DPW  AA  Unit 

Type  of  Sexual  Harassment  Reported 
(Check  those  which  apply) 


Verbal  Harassment,  e.g.,  epithets,  derogatory  comments  or  slurs 

Physical  Harassment,  e.g.,  unwanted  touching,  impeding  or  blocking 

movement,  assault,  etc. 

Visual  forms  of  harassment,  e.g.  derogatory  posters,  letters, 

graffiti,  cartoons  or  drawings,  etc. 

Requests  for  Sexual  Favors  or  Unwanted  Sexual  Advances:  When  the 

foregoing  behavior  unreasonably  interferes  with  work  performance,  creates  an 
intimidating,  hostile  or  offensive  working  environment,  influences  or 
affects  the  career,  salary,  promotions  or  other  career  progression  of  an 
employee  or  applicant  for  employment,  or  is  an  explicit  or  implicit  term  or 
condition  of  employment. 

Specify  those  actions  which  you  as  supervisor  intend  to  take  to  address  and 
resolve  these  allegations. 


Bureau  Head  (Print)  Supervisor's  Name  (Print) 

Signature  Signature 

(Submit  to  DPW  AA  Unit  at  Personnel  Division  within  three  days.) 


SHPOLICY. 1 


ity  and  County  of  San  Francisco 


Civil  Service  Commission 


CIVIL  SERVICE  COMMISSION 


POLICY  STATEMENT  PROHIBITING  DISCRIMINATION  IN  EMPLOYMENT  ON  THE 
BASIS  OF  ACQUIRED  IMMUNE  DEFICIENCY  SYNDROME  (AIDS),  ACQUIRED 
IMMUNE  DEFICIENCY  SYNDROME  RELATED  COMPLEX  (ARC),  HUMAN 
IMMUNODEFICIENCY  VIRUS  INFECTION  (HIV  INFECTION)  OR  ANY  MEDICAL  SIGNS 
OR  SYMPTOMS  RELATED  THERETO. 


It  is  the  policy  of  the  City  and  County  of  San  Francisco  Civil  Service  Commission 
to  prohibit  discrimination  in  the  compensation,  terms,  conditions  and  privileges  of 
employment  on  the  basis  that  any  employee  or  applicant  for  employment  with  the 
City  and  County: 

has,  is  perceived  as  having  or  has  a history  of  having  the  conditions  known  as 
Acquired  Immune  Deficiency  Syndrome  (AIDS),  Acquired  Immune  Deficiency 
Syndrome  Related  Complex  (ARC),  Human  Immunodeficiency  Virus  Infection 
(HIV  infection)  or  any  medical  signs  or  symptoms  related  thereto. 

The  Civil  Service  Commission  finds  that  AIDS,  ARC  and  HIV  infection  are  national 
and  local  health  concerns  not  confined  to  any  single  community,  the  effects  of 
which  cut  across  all  communities,  impacting  all  arenas  of  life,  including  that  of  the 
employment  setting.  To  provide  assistance  to  City  departments  in  managing  this 
concern  in  the  employment  setting,  the  Commission  establishes  the  following 
policy  guidelines: 

1.  The  current  and  best  medical  evidence  is  that  AIDS,  ARC  and  HIV  infection  do 
not  pose  a threat  of  contagion  or  transmission  from  worker  to  co-workers 
through  everyday  contact  common  in  the  work  environment; 

2.  AIDS,  ARC  and  HIV  Infection  are  life  threatening  illnesses,  which  may  be 
regarded  as  handicaps  under  prevailing  local,  state  and  federal  law.  Infection 
with  HIV  is  protected  under  state  and  local  law.  Each  individual  responds 
differently  to  the  illness  in  terms  of  ability  to  work.  On  this  basis,  as  with  all 
other  handicaps,  departments  are  required  to  make  reasonable 
accommodations  to  facilitate  the  ability  of  employees  with  AIDS,  ARC  or  HIV 
infection  to  continue  working  as  long  as  they  desire  and  are  able  to  perform 
the  essential  functions  of  the  job  with  accommodation; 


CIVIL  SERVICE  COMMISSION 

POLICY  PROHIBITING  DISCRIMINATION 

ON  THE  BASIS  OF  AIDS/ARC/HIV  INFECTION 


3.  Like  ail  other  medical  information  and  records,  the  conditions  of  AIDS,  ARC 
or  HIV  infection  in  an  employee  or  applicant  are  subject  to  privacy  protection 
and  all  employees  have  a right  to  the  confidentiality  of  medical  information. 
Departmental  personnel  having  access  to  an  individual’s  medical  records  or 
those  having  knowledge  of  a medical  condition  have  a duty  to  preserve  the 
privacy  and  confidentiality  of  the  information.  To  that  end,  it  is  imperative 
that  such  information  not  be  shared  without  the  express  and  prior  written 
permission  of  the  individual  having  the  condition; 

4.  In  that  employees  with  AIDS,  ARC  or  HIV  infection  do  not  pose  a threat  of 
contagion  to  co-workers  through  everyday  work  place  contact,  the  refusal  by 
co-worker(s)  to  work  with  an  individual  having  or  perceived  to  have  AIDS, 

ARC  or  HIV  infection  can  be  considered  insubordination,  subject  to  due 
process  disciplinary  action  in  consideration  of  the  specific  facts  and 
circumstances  of  the  refusal.  Similarly,  members  of  the  public  with  AIDS, 
ARC  or  HIV  infection  pose  no  threat  of  contagion  to  City  employees  providing 
common  public  services  and  the  refusal  of  any  City  employee  to  provide  public 
service  on  this  basis  can  be  grounds  for  disciplinary  action; 

5.  Departments  must  treat  AIDS,  ARC  and  HIV  infection  as  they  would  any  other 
life  threatening  illness  and  must  therefore  apply  and  comply  with  all  Civil 
Service  Commission  rules  which  govern  employee  health,  including  but  not 
limited  to  leaves  of  absence,  disability  transfers  and  medical  examinations. 
Under  no  circumstances  shall  an  employee  or  applicant  be  required  as  a 
condition  of  pre-employment  or  employment  to  undergo  any  tests  to  detect 
the  presence  of  the  HIV  antibody,  antigen  or  virus; 

6.  Employees  who  are  affected  by  any  life  threatening  illness  should  be  treated 
with  compassion  and  understanding.  Department  personnel  should  provide 
support  and  encouragement  and  foster,  by  example,  an  attitude  of  sensitivity 
to  the  needs  of  chronically  ill  colleagues,  recognizing  that  continued 
employment  and  interaction  in  the  work  environment  can  be  physically, 
mentally  and  emotionally  beneficial.  Similarly,  such  compassion  should  be 
shown  to  employees  who  have  a family  member  or  significant  other  who  has 
AIDS,  ARC  or  HIV  infection; 

7.  Given  the  fears  that  AIDS,  ARC  and  HIV  infection  often  inspire,  the  most 
effective  way  to  avoid  disruption  and  discrimination  in  the  work  place  is  to 
prepare  and  educate  all  employees.  In  fostering  a rational,  compassionate  and 
non-discrim inatory  understanding  of  AIDS,  ARC  and  HIV  infection  in  the  work 
place,  departments  should  implement  educational  programs.  These  programs 
should  be  based  on  the  best  available  medical  knowledge,  resources  for 
employee  support  and  City  and  County  policies  and  rules  which  apply  to  the 
issues  of  AIDS,  ARC  and  HTV  infection  in  the  work  place. 


' 


CIVIL  SERVICE  COMMISSION 

POLICY  PROHIBITING  DISCRIMINATION 

ON  THE  BASIS  OF  AIDS/ARC/HIV  INFECTION 


The  Civil  Service  Commission  promulgates  this  policy  in  or<*eJ  P ARC  d 
and  guidance  to  City  departments  in  managing  issues  related  to  AIDS, ^ARU  ana 
HIV  Section  in  the  work  place,  thereby  preventing  discnmmation  ^employment 
on  this  basis.  While  departments  may  develop  their  own  P?hc)?s^J^^n^^e 
specific  needs  of  their  employment  setting,  the  Civil  Semce  C^m^onadvmes 
that  this  and  any  specific  department  policies  must  comply  with  prevailing  local, 
•Stertfefert  lkw  which  recognises  AIDS,  ARC  and  HIV  infect.on  as  protected 
handicaps. 

Under  the  provisions  of  Civil  Service  Commission  Rule  1.03F,  applicants  or 
employees  of  the  City  and  County  of  San  Francisco  may  file  complaints  alleging 
Of  AIDS,  ARC  and  HIV  infection.  how 

to  file  such  complaints  is  available  from  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit,  151  City  Hall,  554-4736. 

The  Civil  Service  Commission  designates  the  Civil  Service  Commission 
Employment  Opportunity  Unit  as  the  Commission’s  resource  to  which ^eP^ments 
should  direct  any  questions  or  requests  for  assistance  on  matters  addressed  in  t 
policy. 


May  2,  1988 


CIVIL  SERVICE  COMMISSION 


A.  Lee  Munson 
President,  Civil  Service  Commission 


John  J.  Walsh 
Gene  :*al  Manager,  Personnel 


5938C 


DEPARTMENT  OF  PUBLIC  WORKS  POLICY 
PROHIBITING  USE  OF  SLURS 


It  is  the  policy  of  the  City  and  County  of  San  Francisco,  the  Department  of 
Public  Works  and  each  of  its  officials,  employees  and  agents  acting  in  their 
official  capacity,  to  treat  all  persons  equally  and  respectfully  and  to 
refrain  from  the  willful  or  negligent  use  of  slurs  against  any  person  on  the 
basis  of  race,  color,  creed,  national  origin,  ancestry,  age,  sex,  sexual 
orientation  or  disability.  A slur,  as  used  in  this  policy,  is  a word  or 
combination  of  words  that  by  its  very  utterance  inflicts  injury,  offers 
little  opportunity  for  response,  appeals  not  to  rational  faculties,  or  is  an 
unessential  or  gratuitous  part  of  any  exposition  of  fact  of  opinion.  All 
persons  are  entitled  by  law  to  the  right  of  equal  treatment  and  respect. 
Slurs  deprive  members  of  the  protected  groups  of  this  right  by  holding  them 
up  to  public  contempt,  ridicule,  shame  and  disgrace  and  promoting  ill  will 
and  rancor,  slurs  diminish  peace  and  order. 

The  use  of  such  slurs  by  Department  of  Public  Works  officials  or  employees 
will  be  considered  by  Commissions,  Departments,  Agencies,  Boards,  or 
Appointing  Authorities  as  prima  facie  evidence  of  the  lack  of  competence  of 
said  DPW  officials  and  employees.  Evidence  of  usage  of  such  slurs  shall  be 
entered  in  job  performance  evaluations  and  shall  be  considered  in  evaluating 
the  fitness  of  DPW  employees. 


April  1,  1992 
EFFECTIVE  DATE 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 
DEPARTMENT  OF  PUBLIC  WORKS 
OFFICE  OF  THE  DIRECTOR 


MEMORANDUM 


TO: 

FROM: 
DATE: 
SUBJ : 


ALL  DEPUTY  DIRECTORS 
ALL  BUREAU  HEADS 


JOHN  E.  CRIBBS,  DIRECTOR  OF  PUBLIC  WORI 
APRIL  1,  1992 

POLICY  ON  LANGUAGE  DIVERSITY 


Periodically,  the  question  arises  regarding  whether  supervisors  may  prohibit 
their  employees  from  speaking  their  primary  language  and  require  them  to 
speak  English  in  the  work  environment. 

On  November  6,  1989  the  Civil  Service  Commission  adopted  the  attached  policy 
on  language  diversity  for  city-wide  application  which  is  consistent  with  the 
standards  as  established  by  the  U.S.  Equal  Employment  Opportunity  Commission 
(EEOC).  Effective  immediately,  the  Civil  Service  Commission's  policy  on 
language  diversity  is  adopted  as  the  Department  of  Public  Works'  policy  with 
regard  to  this  matter. 

This  policy  is  to  be  distributed  to  all  employees,  posted  on  bulletin  boards 
and  addressed  in  new  employee  orientations. 

Guidance  and  advice  regarding  this  policy  can  be  obtained  from  the  DPW 
Affirmative  Action  Coordinator  at  554-6009,  or  the  Civil  Service 
Commission's  EEO  Unit  which  has  ultimate  responsibility  for  administering 
the  implementation  of  this  policy. 


(LANGPOL) 


City  and  County  of  San  Franciaco 


Civil  Service  Commission 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 
POLICY  ON  LANGUAGE  DIVERSITY 


The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desireable  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 
opportunity  policy  that  ensures  the  employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City’s  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee's 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 


LEGAL  REQUIREMENTS 

The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-English  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 


DUAL  RESPONSIBILITY 


Supervisors  and  line  employees  have  a shared  responsibility  for  maintaining  a work 
environment  that  is  comfortable  and  productive  for  everyone.  Where  co-workers  or 
clients  express  concerns  about  employees  speaking  in  a language  other  than  English, 
supervisors  should  work  toward  informally  resolving  these  interpersonal  difficulties  in  a 
constructive  and  sensitive  manner. 

In  order  to  assure  effective  communication  during  emergencies  and  constructive 
discussion  of  assignments,  work  performance  and  work  rules;  supervisors  and  employees 
should  expect  that  any  direct  communications  be  conducted  in  a commonly  understood 
language. 


POLICY  IMPLEMENTATION 


The  Civil  Service  Commission  designates  its  Equal  Employment  Opportunity  Unit 
(CSC  EEO)  as  its  agent  in  administering  the  guidelines  and  provisions  of  this  policy.  The 
CSC  EEO  Unit  is  further  designated  as  the  resource  from  which  departments,  employees 
and/or  applicants  for  employment  may  obtain  assistance  on  matters  addressed  in  the 
policy. 

In  assuring  uniform  application  of  this  policy;  departments,  agencies,  boards  and 
commissions  of  the  City  and  County  of  San  Francisco  shall  be  required  to: 

1.  Adopt  this  or  a similiar  policy  and  forward  confirmation  and  copies  of  such  to  the 
CSC  EEO  Unit  within  sixty  (60)  calendar  days  of  the  date  of  the  issuance  of  this 
policy; 

2.  Consult  with  and  obtain  the  express  approval  of  the  CSCrEEO  Unit  prior  to  the 
implementation  of  any  specific  department  language  policy  to  assure  that  it 
conforms 'with  the  requirements  of  federal,  state  and  local  guidelines. 

Employees  and  applicants  for  employment  with  the  City  and  County  of  San  Francisco 
who  believe  that  any  departmental  language  policy  discriminates  in  the  terms  and/or 
conditions  of  their  employment  may  file  a complaint  with  the  CSC  EEO  Unit  under  the 
provisions  of  CSC  Rule  1.03F.  Employees  may  also  file  such  charges  with  the  California 
State  Department  of  Fair  Employment  and  Housing  or  the  United  States  Equal 
Employment  Opportunity  Commission.  Instructions  on  how  to  file  such  a complaint  are 
available  from  the  CSC  EEO  Unit  in  Room  151,  City  Hall  or  by  calling  554-4736. 


DISTRIBUTION  OF  POLICY 

Appointing  Officers  and/or  Department  Heads  are  responsible  for  assuring  that  all 
employees  are  aware  of  this  policy.  In  addition  to  distributing  this  policy  to  all  employees, 
Departments  are  required  to  post  it  at  all  times  in  a conspicious  manner  on  Departmental 
or  employee  bulletin  boards.  Further,  this  policy  is  to  be  included  in  the  Department's 
new  employee  orientation. 
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City  and  County  of  San  Francisco 


Civil  Service  Commission 


MEMORANDUM 


TO:  All  Civil  Se 


FROM:  John  J.  Wals 

General  Mana 


DATE:  December  6,  1988  \ \i 

RE:  Civil  Service  Commission  Policy  on  AIDS,  ARC  & HIV  Infection 


The  Civil  Service  Commission  recognizes  the  importance  that  preventive 
education  has  in  assisting  its  employees  to  maintain  good  health  and  its 
responsibility  to  reasonably  accommodate  employees  who  are  experiencing 
health  difficulties. 

With  regard  to  the  conditions  AIDS/ARC  & HIV  infection,  the  Commission 
is  distributing  the  attached  educational  brochure  entitled  "AIDS  in  the 
Workplace"  and  a copy  of  the  Commission's  policy  prohibiting  discrimination 
in  employment  on  the  basis  of  AIDS/ARC  & HIV  infection. 

All  supervisory  and  non-supervl sory  employees  are  expected  to  review 
these  materials  and  to  implement  the  provisions  of  the  non-discrimination  in 
employment  policy  statement  to  resolve  employment  issues  related  to  AIDS/ARC 
& HIV  infection. 

The  Civil  Service  Commission  Equal  Employment  Opportunity  Unit  is 
available  to  answer  specific  questions  related  to  these  materials  and  will 
be  coordinating  a voluntary  education  session  for  employees  who  wish  to  have 
more  information  on  preventing  AIDS/ARC  & HIV  transmission  and  other  issues 
related  to  AIDS  in  the  workplace.  You  will  be  notified  of  the  date  of  this 
session . 

Please  direct  any  questions  you  may  have  to  Anita  Escandor  at  554-4739. 
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1.0  Affirmative  Action  Policy 

1.1  Introduction  and  Department  .Summary 

Equal  Employment  Opportunity  (EEO)  is  based  upon  the  principle  that 
all  persons  should  be  judged  on  the  basis  of  their  individual  merit 
and  ability,  without  considering  factors  unrelated  to  job 
performance.  Affirmative  Action  (AA)  is  the  means  by  which  equal 
opportunity  is  achieved  and  maintained.  The  Purchasing  Department 
supports  the  City  & County  of  San  Francisco's  commitment  to  good 
faith  efforts  for  attaining  EEO/AA  goals. 

The  Purchasing  Department  is  a service  agency  providing  a wide  range 
of  services  to  support  the  operations  of  all  other  City  departments. 
Services  that  the  Purchasing  Department  provides  include: 

• purchasing  of  materials,  supplies,  equipment,  and  services; 

• maintenance  and  repair  of  City  vehicles  and  equipment,  and 
operation  of  City  gas  stations; 

• reprographic  and  mail  processing  services. 
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1.2  Policy  Statement 

The  City  and  County  of  San  Francisco  and  the  Purchasing  Department 
are  committed  to  equal  employment  opportunity  and  a program  of 
affirmative  action. 

It  is  the  policy  of  the  City  and  County  of  San  Francisco  and  the 
Purchasing  Department  to  afford  equal  opportunity  in  employment  to 
all  persons  without  discrimination  on  the  basis  of  race,  religion, 
sex,  national  origin,  ethnicity,  age,  disability,  political 
affiliation,  sexual  orientation,  color,  marital  status,  or  medical 
condition.  Discrimination  also  is  prohibited  on  the  basis  of 
Acquired  Immune  Deficiency  Syndrome  (AIDS),  Aids-Related  Conditions 
(ARC),  and  Human  Immunodeficiency  Virus  infection  (HIV). 

Furthermore,  the  Purchasing  Department  is  committed  to  a strong 
Affirmative  Action  program,  to  remove  barriers  that  have  operated  in 
the  past  to  preclude  employment  opportunities  to  certain  groups  who 
have  experienced  discriminatory  practices,  and  to  increase  the 
utilization  of  the  skills  and  talents  of  minorities  and  women. 

The  Purchasing  Department  shall  seek  to  provide  equal  opportunity 
for  all  persons  in  all  aspects  of  employment,  including  recruitment, 
testing,  hiring,  promotion,  transfer,  training,  compensation, 
benefits,  working  conditions,  reduction-in-  force,  reinstatement, 
and  all  other  matters  of  employment.  Equality  of  opportunity  shall 
be  based  solely  on  a person's  individual  merit  and  ability  without 
consideration  of  factors  unrelated  to  job  performance. 
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1.3  Responsibilities 

The  Mayor  as  the  executive  officer  of  the  City  and  County  of  San 
Francisco  has  designated  responsibility  for  enforcement  of  its 
Affirmative  Action  Program  to  the  Civil  Service  Commission  as  the 
Employment  and  Personnel  department.  The  Mayor  has  also  called  for 
support  of  managers  in  each  department  to  administer  the  AAP. 

The  Chief  Administrative  Officer  (CAO)  has  responsibility  for  CAO 
departments'  AAPs  and  has  designated  an  Affirmative  Action 
Coordinator  to  provide  technical  assistance  and  to  communicate 
EEO/AA  to  CAO  departments,  program  managers  and  administrators. 

The  Director  of  Purchasing  is  responsible  for  designating  a 
departmental  AA  Coordinator  who  shall  have  direct  access  to  the 
Director  on  affirmative  action  and  equal  employment  opportunity 
matters.  The  Director  also  shall  ensure  that  the  AAP  is  promulgated 
within  the  department,  and  shall  monitor  implementation  through  the 
AA  Coordinator.  The  Director  of  Purchasing  also  participates  in  the 
resolution  of  complaints  of  discrimination  as  necessary. 

Within  the  Purchasing  Department,  the  AA  Coordinator  is  the  Director 
of  Finance.  Responsibilities  include: 

• developing  and  maintaining  the  injury  prevention  program; 

• conducting  utilization  analyses  of  Purchasing's  workforce; 

• establishing  hiring  targets; 

• preparing  reports  to  the  Mayor,  Board  of  Supervisors,  Civil 
Service  Commission,  and  other  bodies  as  required. 

The  following  managers  are  responsible  for  implementing  the  AAP 
within  their  respective  areas: 

• Purchasing  Services:  Assistant  Director 

• Central  Shops:  City  Shops  General  Superintendent 

• Reproduction  and  Mail  Services:  Reproduction  and  Mail  Manager 

Managers  are  responsible  for  pursuing  affirmative  action  goals  in: 

• recruitment  and  examinations  for  permanent  Civil  Service  lists 
(in  coordination  with  Civil  Service  staff); 

• hiring  for  provisional  appointments; 

• conducting  investigations  of  discrimination  complaints; 

• coordinating  training  in  prevention  of  sexual  harassment  and 
other  areas. 

All  employees  are  responsible  for  ensuring  that  the  City  and  County 
of  San  Francisco  maintains  a discrimination-free  work  environment. 
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1.4  Policy  Dissemination 

The  AAP  will  be  disseminated  to  all  current  and  new  employees,  and 
will  be  available  to  all  employees  and  other  interested  parties  upon 
request.  The  EEO/AA  policy  statement  will  be  posted  on  official 
bulletin  boards.  The  "EEO  is  the  Law"  poster  shall  also  be 
displayed . 

1 • 5 Complaints  of  Discrimination 

When  an  employee  or  manager  has  a question  regarding  any  employment 
practice  or  believes  that  an  employment  condition  is  discriminating 
or  unfair,  the  employee  or  manager  is  encouraged  to  make  such 
beliefs  known  without  fear  of  reprisal  or  recrimination. 

Employees  or  applicants  may  file  a complaint  alleging  discrimination 
against  them,  as  a result  of  unlawful  employment  practices. 

Employees  may  secure  assistance  from  the  AA  Coordinator  and,  if 
applicable,  file  formal  charges  of  discrimination  with  the  Director 
and/or  CSC  EEO  Unit. 

All  complaints  must  be  filed  in  accordance  with  the  requirements  and 
procedures  established  in  CSC  rules  and  the  S.F.  Administrative 
Code.  Attached  is  a procedure  on  "How  to  File  a Discrimination 
Complaint." 

Complaints  must  be  filed  within  thirty  (30)  calendar  days  of:  the 
date  of  the  alleged  discriminatory  action;  the  date  complainant 
should  have  been  aware  of  the  alleged  violations. 

If  the  complaint  is  made  to  the  CSC,  a letter  detailing  the 
complaint  must  be  forwarded  to: 

General  Manager,  Personnel 

City  Hall,  Room  153 

San  Francisco,  CA  94102 

The  letter  must  be  dated,  include  complainants  name,  classification, 
where  employed,  basis  of  alleged  discrimination  and  specific 
effects.  The  letter  must  also  contain  a narrative  addressing 
particulars  of  the  charge  and  must  request  an  official  investigation 
by  the  Director  and/or  CSC. 
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1.6  Job  Classification  and  Recruiting 

Department  managers  and  the  Civil  Service  Commission  shall  review 
department  job  classifications  periodically  to  assure  job 
relatedness  of  all  requirements.  Where  underutilization  exists, 
modification  of  job  requirements,  restructuring  of  jobs,  and  or 
redesign  of  the  classification  will  be  evaluated  and  implemented 
where  appropriate. 

For  permanent  Civil  Service  lists,  the  Civil  Service  Commission  has 
primary  responsibility  for  coordinating  recruitment  of  minorities 
and  women  in  categories  of  underutilization.  Department  managers 
shall  work  in  concert  with  Civil  Service  Commission  to  explore 
recruitment  sources  and  techniques  to  reach  potential  applicants 
from  underrepresented  groups.  Women  and  protected  race/ethnic 
groups  will  be  encouraged  to  seek  career  opportunities  with  City  and 
County  of  San  Francisco. 

For  non-Civil-Service  appointments,  department  managers  shall  follow 
Civil  Service  guidelines  for  recruitment,  screening,  interviewing, 
and  hiring.  Affirmative  action  goals  are  to  be  considered  in  the 
selection  of  non-Civil-Service  appointees.  Oral  authorizations  for 
non-Civil-Service  appointments  will  be  issued  only  if  recruitment 
and  selection  are  determined  to  be  satisfactory. 

1.7  Appointments 

Selection  procedures  will  conform  to  the  guidelines  established  by 
Civil  Service  Commission  AA  plan. 

Department  managers  are  encouraged  to  implement  affirmative  action 
when  making  appointments  from  Civil  Service  Commission  eligible 
list.  In  the  absence  of  eligible  lists,  department  managers  will 
seek  to  recruit  applicants  from  underutilized  groups. 

1.8  Training/Counseling  & Information 

Training/counseling  and  information  are  available  through  department 
managers  or  the  CSC  EEO  Unit.  Employees  may  discuss  training  and 
educational  opportunities  to  improve  skills  and  career  mobility. 
Women  and  protected  race/ethnic  groups  are  encouraged  to  inquire. 
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2.0  Utilization  and  Affirmative  Action  Goals 
2.1  Review  of  Accomplishments 

Significant  progress  was  made  since  July,  1990  in  increasing  the 
representation  of  minorities  and  females  in  the  following  areas: 


Target  Group 


New  Hires 


• Professionals 


Black 

Female 


3 

5 


• Technicians 


Female 


1 


• Qf.fi.Rg_ZGleri.cal 


Hispanic 


3 


• Skilled  Craft 


Hispanic 

Asian 


1 

3 


Despite  the  department’s  efforts,  there  continues  to  be  under- 
representation of  females  and  blacks,  particularly  in  the  skilled 
crafts  area. 
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2. 2 Utilization  Analysis 


As  of 

3/30/92 

Avail- 

Variance 

Number 

Percent 

ability 

( only ) 

AA  Goal? 

Total  Department 

White 

78 

44.8% 

Black 

11 

6.3% 

9.9% 

-3.6% 

Yes 

Hispanic 

21 

12.1% 

11.2% 

Asian 

43 

24.7% 

15.3% 

Filipino 

21 

12.1% 

5.4% 

Amer  Indian 

0 

0.0% 

0.4% 

-0.4% 

No 

Male 

134 

77.0% 

Female 

40 

23 . 0% 

45 . 2% 

-22.2% 

Yes 

Total 

174 

White 

3 

100% 

Black 

9.9% 

-9.9% 

Yes 

Hispanic 

11.2% 

-11.2% 

Yes 

Asian 

15 . 3% 

-15 . 3% 

Yes 

Filipino 

5.4% 

-5.4% 

Yes 

Amer  Indian 

0.4% 

-0.4% 

Yes 

Male 

3 

100% 

Female 

45.2% 

-45 . 2% 

Yes 

Total 

3 

Category  B.  Professionals 

White 

13 

40.6% 

Black 

7 

21.9% 

9.9% 

Hispanic 

2 

6.3% 

11.2% 

-4 . 9% 

Yes 

Asian 

6 

18.8% 

15.3% 

Filipino 

4 

12.5% 

5.4% 

Amer  Indian 

0 

0.0% 

0.4% 

-0.4% 

No 

Male 

19 

59.4% 

Female 

13 

40.1% 

45 . 2% 

-4.1% 

Yes 

Total 

32 

Largest  classes  in  this  category: 


1952  Purchaser  (13  positions) 

1956  Senior  Purchaser  (10  positions) 
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2.2  Utilization  Analysis  (continued) 


As  of 

3/30/92 

Avail- 

Variance 

Number 

Percent 

ability 

(-  onlv) 

AA  Goal? 

Cateeorv  C. 

Technicians 

White 

3 

60.0% 

Black 

9.9% 

-9 . 9% 

No 

Hispanic 

11.2% 

-11.2% 

No 

Asian 

1 

20.0% 

15 . 3% 

Filipino 

1 

20.0% 

5.4% 

Amer  Indian 

0.4% 

-0 . 4% 

No 

Male 

3 

60.0% 

Female 

2 

40.0% 

45 . 2% 

-5 . 2% 

No 

Total  5 

Largest  classes  in  this  category: 

1760  Offset  Printer  (A  positions) 


• Category  F.  Office  and  Clerical 


White 

8 

18.6% 

Black 

2 

4.7% 

9.9% 

Hispanic 

9 

20.9% 

11.2% 

Asian 

16 

37.2% 

15.3% 

Filipino 

8 

18.6% 

5.4% 

Amer  Indian 

0 

0.0% 

0.4% 

Male 

18 

41.9% 

Female 

25 

58.1% 

45.2% 

Total 

43 

-5 . 1%  Yes 


-0.4%  No 


Largest  classes  in  this  category: 

1404  Clerk  (11  positions) 
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2.2  Utilization  Analysis  (continued) 


As  of 
Number 

3/30/92 

Percent 

Avail- 

ability 

Variance 
(-  only) 

AA  Goal' 

Category  G.  Skilled  Craft 

White 

49 

55 . 1% 

Black 

2 

2.3% 

9.9% 

-7.6% 

Yes 

Hispanic 

10 

11.2% 

11.2% 

Asian 

20 

22.5% 

15.3% 

Filipino 

8 

9.0% 

5.4% 

Amer  Indian 

0 

0.0% 

0.4% 

-0.4% 

No 

Male 

89 

100% 

Female 

6.9% 

-6 . 9% 

Yes 

Total 

89 

Largest  classes  in  this  category: 

7313 

Automotive 

Machinist 

(25  positions) 

Classification 

7313.  Automotive  Machinist 

As  of 

3/30/92 

Avail- 

Variance 

Number 

Percent 

ability 

(-  onlv) 

AA  Goal' 

White 

20 

80.0% 

Black 

0 

0.0% 

9.9% 

-9.9% 

Yes 

Hispanic 

1 

4.0% 

11.2% 

-7.2 

Yes 

Asian 

2 

8.0% 

15.3% 

-7.3 

Yes 

Filipino 

2 

8.0% 

5.4% 

Amer  Indian 

0 

0.0% 

0.4% 

-0.4% 

No 

Male 

25 

100% 

Female 

6.9% 

-6.9 

Yes 

Total 

25 
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2.3  Goals 

Goals  should  not  to  be  construed  as  rigid  employment  "quotas".  They 
are  flexible  objectives  in  employment  and  should  be  realistically 
set  so  that  they  will  be  attainable  through  affirmative  good  faith 
efforts . 

• Total  Department 

••  Anticipated  Vacancies 
1 1404  Clerk 

1 1632  Senior  Account  Clerk 

1 1842  Management  Assistant 

4 1952  Purchaser 

4 1956  Senior  Purchaser 

1 1958  Supervising  Purchaser 

5 various  skilled  craft  positions 


Affirmative  Action 

Goals  for  June 

30.  1993 

Target  Group 

Placements 

Total 

Percent 

Black 

2 

13 

7.0% 

Female 

4 

44 

23.8% 

• Category  A.  Officials  and  Administrators 
••  Anticipated  Vacancies 
none 

••  Affirmative  Action  Goals  for  June  30.  1993 

Target  Group  Placements  Total  Percent 
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2.3  Goals  (continued) 

• Category  B.  Professionals 

••  Anticipated  Vacancies 

1 1842  Management  Assistant 

4 1952  Purchaser 

4 1956  Senior  Purchaser 

1 1958  Supervising  Purchaser 

••  Affirmative  Action  Goals  for  June  30.  1993 

Target  Group  Placements  Total 

Hispanic  1 3 

Female  ^ | ^ 

• Category  F.  Office  and  Clerical 
••  Anticipated  Vacancies 

1 1404  Clerk 

1 1632  Senior  Account  Clerk 

••  Affirmative  Action  Goals  for  June  30.  1993 
Target  Group  Placements  Total 

Black  1 3 

• Category  G.  Skilled  Craft 
••  Anticipated  Vacancies 

5 various  classifications 

••  Affirmative  Action  Goals  for  June  30.  1993 

Target  Group  Placements  Total 

Black  1 3 

Female  1 1 


Percent 

9.4% 

4^r9%T 


Percent 

7.0% 


Percent 

3.4% 

1.1% 
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;ity  and  County  of  San  Francisco 


EQUAL  EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY 


The  City  and  County  of  San  Francisco  and  the  Purchasing  Department  are 
committed  to  equal  employment  opportunity  and  a program  of  affirmative  action. 

It  is  the  policy  of  the  City  and  County  of  San  Francisco  and  the  Purchasing 
Department  to  afford  equal  opportunity  in  employment  to  all  persons  without 
discrimination  on  the  basis  of  race,  religion,  sex,  national  origin,  ethnicity, 
age,  physical  handicap,  political  affiliation,  sexual  orientation,  color, 
marital  status,  or  medical  condition.  Discrimination  also  is  prohibited  on 
the  basis  of  Acquired  Immune  Deficiency  Syndrome  (AIDS),  Aids-Related 
Conditions  (ARC),  and  Human  Immunodeficiency  Virus  infection  (HIV). 

Furthermore,  the  Purchasing  Department  is  committed  to  a strong  Affirmative 
Action  program,  to  remove  barriers  that  have  operated  in  the  past  to  preclude 
employment  opportunities  to  certain  groups  who  have  experienced  discriminatory 
practices,  and  to  increase  the  utilization  of  the  skills  and  talents  of 
minorities  and  women. 

The  Purchasing  Department  shall  seek  to  provide  equal  opportunity  for  all 
persons  in  all  aspects  of  employment,  including  recruitment,  testing,  hiring, 
promotion,  transfer,  training,  compensation,  benefits,  working  conditions, 
reduction-in-  force,  reinstatement,  and  all  other  matters  of  employment. 
Equality  of  opportunity  shall  be  based  solely  on  a person’s  individual  merit 
and  ability  without  consideration  of  factors  unrelated  to  job  performance. 

It  is  the  responsibility  of  all  Purchasing  Department  managers  and  supervisors 
to  carry  out  the  equal  employment  opportunity  and  affirmative  action  policy. 

All  employees  are  responsible  for  ensuring  that  the  City  and  County  of  San 
Francisco  maintains  a discrimination-free  work  environment. 
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DISCRIMINATION  COMPLAINTS 


Any  person  may  file  a complaint  alleging  discrimination  as  a result  of  any 
employment  selection  procedure  violating  the  Equal  Employment  Opportunity  and 
Affirmative  Action  Policy  by  forwarding  the  complaint  in  writing  to  the 
Director  of  Purchasing  and/or  the  Civil  Service  Commission  EEO  Unit.  The 
complainant  shall  specify  those  facts  and  reasons  which  support  the  charges. 
Letters  of  complaint  must  be  filed  within  30  calendar  days  of  the  occurrence 
of  the  discriminatory  act.  The  complainant  shall  receive  a written  report  of 
the  findings  of  the  investigation  of  the  Commission  staff.  The  Civil  Service 
Commission  shall  expedite  hearings  on  appeals  filed  in  accordance  with  the 
Civil  Service  Commission  rules. 

This  procedure  is  not  intended  to  preclude  a hearing  before  the  Human  Rights 
Commission  or  any  other  Board  or  Commission  having  jurisdiction  in  the  City 
and  County  of  San  Francisco,  nor  to  preclude  an  individual's  right  to  file  the 
same  or  similar  complaints  with  appropriate  State  or  Federal  regulatory 
agencies,  or  to  litigate  for  relief. 
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CITY  AND  COUNTY  OF  SAN  FRANCISCO 


CIVIL  SERVICE  COMMISSION 


HOW  TO  FILE  A DISCRIMINATION  COMPLAINT 


Equal  Employment  Opportunity  Unit  - Role  and  Purpose 

The  Equal  Employment  Opportunity  (EEO)  Unit  of  the  Civil  Service 
Commission  Investigates  complaints  of  discrimination  filed  by  City 
and  County  employees  or  applicants  for  employment.  The  authority  to 
Investigate  such  complaints  stems  from  Section  3.661(c)  of  the  San 
Francisco  Charter  and  Section  1.03F  of  the  Civil  Service  Rules. 

The  Investigative  role  of  the  EEO  Unit  Is  that  of  an  objective 
third  party,  representing  neither  the  complainant  (employee),  nor 
the  respondent  (department). 

Complaint  Process 

Basis: 

Discrimination  complaints  submitted  for  Investigation  must  be 
based  on  one  or  more  of  the  following:  RACE.  RELIGION,  SEX. 
NATIONAL  ORIGIN,  ETHNICITY,  AGE.  PHYSICAL  HANDICAP,  POLITICAL 
AFFILIATION,  SEXUAL  ORIENTATION,  ANCESTRY.  MARITAL  STATUS,  COLOR 
or  MEDICAL  CONDITION  (cancer-related). 

Actions  complained  of  may  include  the  following:  DENIAL  OF  « 
EMPLOYMENT,  TRAINING,  PROMOTION  OR  REASONABLE  ACCOMMODATION; 
TERMINATION.  LAY-OFF  or  CONSTRUCTIVE  DISCHARGE,  0EH0TI0N, 
DISCIPLINARY  ACTION,  HARASSMENT,  WORK  ASSIGNHENT(S) , SEXUAL 
HARASSMENT. 

Other  issues,  such  as  a disagreement  regarding  Department  rules 
or  regulations  affecting  working  conditions,  may  be  subject  to 
review  through  the  Employee  Grievance  procedure". 

Filing: 

A letter  specifying  in  detail  the  basis  of  discrimination  and 
the  discriminatory  action  taken  must  be  sent  to: 

Hr.  John  Walsh 
General  Manager.  Personnel 
City  Hall.  Room  1 53 
San  Francisco,  CA  94102 

Ideally,  the  letter  of  complaint  should  include  the  following 
information: 

1.  Name,  address  and  daytime  phone  number. 

2.  The  basis  for  complaint:  i.e.  race,  religion,  etc. 

3.  The  discriminatory  action:  i.e.,  denial  of  employment, 
training,  promotion  or  reasonable  accommodation; 
termination;  etc. 

4.  The  date(s)  the  actlon(s)  in  question  took  place. 

5.  The  City  and  County  department  and  work  unit  accused  of 
discrimination. 

6.  The  names  and  classifications  of  the  individuals  accused  of 
discrimination. 

7.  The  names,  classifications  and  daytime  phone  numbers  of  any 
witnesses  to  the  alleged  discriminatory  action. 

8.  A detailed  explanation  of  the  sequence  of  events  which  you 
believe  to  be  discriminatory. 

9.  The  specific  action  you  are  seeking  in  order  to  correct  the 
alleged  discrimination. 


If  you  are  a current  City  and  County  employee,  please  also 
Include  your  current  Civil  Service  classification  and  status, 
the  department  where  you  are  employed,  and  the  length  of  time 
you  have  been  employed  with  the  City  and  County  of  San  Francisco. 

Filing  Deadline: 

Letters  of  complaint  must  be  filed  within  30  calendar  days  of 
the  date  the  discriminatory  action  took  place,  or  within  30 
calendar  days  of  the  date  the  employee  should  have  first  become 
aware  of  the  violation.  Therefore,  time  Is  an  Important  factor 
when  filing  a complaint  with  the  Civil  Service  Commission. 

Investigation: 

Upon  review  of  the  letter  of  complaint  by  the  General  Manager, 
the  complaint  will  be  referred  to  the  EEO  Unit  for 
Investigation.  The  complaint  will  be  assigned  to  an 
Investigator.  The  Investigator  will  then  contact  the  person 
filing  the  complaint,  either  by  mall  or  phone,  to  schedule  an 
Intake  interview.  Intake  Interviews  afford  the  Investigator  an 
opportunity  to  clarify  the  Issues  Involved  and  also  allow  the 
person  filing  the  complaint  an  opportunity  to  present  the 
complaint  In  more  detail. 

The  Investigation  includes  reviewing  and  obtaining  copies  of 
relevant  documents  such  as  personnel  files,  attendance  reports 
and  performance  evaluations.  Interviewing  co-workers  and 
supervisors,  and  other  actions  considered  necessary  In  order  to 
obtiin  relevant  Information. 

It  is  important  to  remember  that  the  Individual  who  brings  forth 
the  complaint  is  responsible  for  substantiating  the  charges. 
Therefore,  It  Is  necessary  to  cooperate  with  the  investigator  by 
providing  any  written  material,  names  of  Individuals  to 
interview,  or  any  other  Information  which  would  assist  the 
Investigation. 

During  the  intake  interview,  the  entire  complaint  process  will 
be  explained  in  more  detail  by  the  assigned  Investigator.  Any 
questions  regarding  the  process  can  be  asked  during  the  intake 
interview. 


Civil  Service  Rule  1.03(f)  Discrimination  Complaints  available  in 
City  Hall,  Room  1 53. 
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City  and  County  of  San  Francisco 


PROHIBITING  SEXUAL  HARASSMENT 


Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City 
official  or  employee  is  prohibited. 

Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees 
includes,  but  is  not  limited  to: 

• verbal  harassment,  e.g.,  epithets,  derogatory  comments,  or  slurs; 

• physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement, 
gestures,  or  any  physical  interference  from  normal  work  or  movement; 

• visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems, 
graffiti,  cartoons,  or  drawings; 

• requests  for  sexual  favors,  or  unwanted  sexual  advances. 

Such  behaviors  are  considered  harassment  in  that  they  interfere  with  work 
performance,  create  an  intimidating,  hostile,  or  offensive  working 
environment,  influence  or  affect  career,  salary,  working  conditions,  job,  or 
other  aspects  of  career  development,  and  become  explicit  or  implicit  terms  of 
conditions  of  employment. 

It  is  considered  to  be  sexual  harassment  on  the  part  of  officials  and 
supervisors,  if  they  fail  to  take  corrective  action  when  they  know,  or 
reasonably  should  know,  that  an  employee  in  their  supervision  is  subject  to 
sexual  harassment  on  the  job  by  anyone. 

It  is  also  considered  to  be  sexual  harassment  if  retaliation  is  taken  against 
an  employee  or  applicant  for  employment  because  of  a complaint  that  the 
employee  or  applicant  was  subjected  to  sexual  harassment. 

Any  employee  found  to  have  engaged  in  sexual  harassment  against  another 
employee  or  applicant  for  employment  shall  be  subject  to  disciplinary  action 
up  to  and  including  termination. 
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PROHIBITING  USE  OF  SLURS 


It  is  the  policy  of  the  City  and  County  of  San  Francisco  and  the  Purchasing 
Department,  and  of  each  of  its  officials,  employees,  and  agents  acting  in 
their  official  capacity,  to  treat  all  persons  equally  and  respectfully,  and  to 
refrain  from  the  willful  or  negligent  use  of  slurs  against  any  person  on  the 
basis  of  race,  religion,  sex,  national  origin,  ethnicity,  age,  physical 
handicap,  political  affiliation,  sexual  orientation,  color,  marital  status,  or 
medical  condition. 

The  use  of  such  slurs  by  any  employees  will  be  considered  cause  for 
disciplinary  action.  Evidence  of  usage  of  such  slurs  shall  be  entered  in 
employee  performance  evaluations,  and  shall  be  considered  in  evaluating  the 
fitness  of  employees. 
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DRUG-FREE  WORKPLACE 


It  is  unlawful  to  manufacture,  distribute,  dispense,  possess,  or  use  a 
controlled  substance  in  the  workplace.  Any  employee  violating  this 
prohibition  shall  be  subject  to  discipline  up  to  and  including  termination, 
and  may  be  required  to  complete  a drug  abuse  assistance  or  rehabilitation 
program. 

Information  about  the  dangers  of  drug  abuse  in  the  workplace  and  available 
drug  counseling  and  rehabilitation  services  is  available  from  the  Employee 
Assistance  Program. 
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EMPLOYEE  DUTIES  UNDER  CITY  OF  REFUGE  ORDINANCE 


The  Board  of  Supervisors  has  enacted  Ordinance  No.  375-89,  the  City  of  Refuge 
Ordinance.  This  ordinance,  which  is  contained  in  Chapter  12H  of  the  San 
Francisco  Administrative  Code,  prohibits  City  employees  from  using  any  City 
funds  or  resources  to  assist  in  the  enforcement  of  federal  immigration  law  or 
to  gather  or  disseminate  information  regarding  the  immigration  status  of 
individuals  in  the  City,  unless  required  by  state  or  federal  law. 

In  specific,  Chapter  12H  prohibits  the  following  activities: 

• Assisting  or  cooperating,  in  one's  official  capacity,  with  any  INS 
investigation,  detention,  or  arrest  procedures,  public  or  clandestine, 
relating  to  alleged  violations  of  the  civil  provisions  of  the  federal 
immigration  law. 

• Assisting  or  cooperating,  in  one's  official  capacity,  with  any 
investigation,  surveillance  or  gathering  of  information  conducted  by 
foreign  governments,  except  for  cooperation  related  to  an  alleged  violation 
of  City  and  County,  state,  or  federal  criminal  laws. 

• Requesting  information  about,  or  disseminating  information  regarding,  the 
immigration  status  of  any  individual,  or  conditions  the  provision  of 
services  or  benefits  by  the  City  and  County  of  San  Francisco  upon 
immigration  status,  except  as  required  by  federal  or  state  statute  or 
regulation,  City  and  County  public  assistance  criteria,  or  court  decision. 

• Including  on  any  application,  questionnaire  or  interview  form  used  in 
relation  to  benefit,  services  or  opportunities  provided  by  the  City  and 
County  of  San  Francisco  any  question  regarding  immigration  status  other 
than  those  required  by  federal  or  state  statute,  regulation  or  court 
decision. 

All  employees  have  the  duty  to  comply  with  the  prohibitions  of  Chapter  12H. 

Any  employee  who  fails  to  comply  with  the  prohibitions  of  Chapter  12H  shall  be 
subject  to  appropriate  disciplinary  action. 

The  ordinance  recognizes  that  federal  or  state  law  may  require  employees  to 
take  actions  that  are  inconsistent  with  the  ordinance,  and  that  such  federal 
or  state  law  prevail  over  the  ordinance.  If  you  believe  that  some  federal  or 
state  law  does  require  you  to  take  actions  inconsistent  with  the  ordinance, 
you  should  notify  your  supervisor  so  that  appropriate  guidance  can  be  obtained. 
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CITY  AND  COUNTY  OF  SAN  FRANCISCO 
POLICY  ON  LANGUAGE  DIVERSITY 


PURPOSE  STATEMENT 

The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desireable  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 
opportunity  policy  that  ensures  the  employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City's  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee's 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 


| LEGAL  REQUIREMENTS 

The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-English  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 
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DUAL  RESPONSIBILITY 


Supervisors  and  line  employees  have  a shared  responsibility  for  maintaining  a work 
environment  that  is  comfortable  and  productive  for  everyone.  Where  co-workers  or 
clients  express  concerns  about  employees  speaking  in  a language  other  than  English, 
supervisors  should  work  toward  informally  resolving  these  interpersonal  difficulties  in  a 
constructive  and  sensitive  manner. 

In  order  to  assure  effective  communication  during  emergencies  and  constructive 
discussion  of' assignments,  work  performance  and  work  rules;  supervisors  and  employees 
should  expect  that  any  direct  communications  be  conducted  in  a commonly  understood 
language. 


POLICY  IMPLEMENTATION 


The  Civil  Service  Commission  designates  its  Equal  Employment  Opportunity  Unit 
(CSC  EEO)  as  its  agent  in  administering  the  guidelines  and  provisions  of  this  policy.  The 
CSC  EEO  Unit  is  further  designated  as  the  resource  from  which  departments,  employees 
and/or  applicants  for  employment  may  obtain  assistance  on  matters  addressed  in  the 
policy. 

In  assuring  uniform  application  of  this  policy;  departments,  agencies,  boards  and 
commissions  of  the  City  and  County  of  San  Francisco  shall  be  required  to: 

1.  Adopt  this  or  a similiar  policy  and  forward  confirmation  and  copies  of  such  to  the 
CSC  EEO  Unit  within  sixty  (60)  calendar  days  of  the  date  of  the  issuance  of  this 
policy; 

2.  Consult  with  and  obtain  the  express  approval  of  the  CSCiEEO  Unit  prior  to  the 
implementation  of  any  specific  department  language  policy  to  assure  that  it 
conforms  with  the  requirements  of  federal,  state  and  local  guidelines. 

Employees  and  applicants  for  employment  with  the  City  and  County  of  San  Francisco 
who  believe  that  any  departmental  language  policy  discriminates  in  the  terms  and/or 
conditions  of  their  employment  may  file  a complaint  with  the  CSC  EEO  Unit  under  the 
provisions  of  CSC  Rule  1.03F.  Employees  may  also  file  such  charges  with  the  California 
State  Department  of  Fair  Employment  and  Housing  or  the  United  States  Equal 
Employment  Opportunity  Commission.  Instructions  on  how  to  file  such  a complaint  are 
available  from  the  CSC  EEO  Unit  in  Room  151,  City  Hall  or  by  calling  554-4736. 


DISTRIBUTION  OF  POLICY 


Appointing  Officers  and/or  Department  Heads  are  responsible  for  assuring  that  all 
employees  are  aware  of  this  policy.  In  addition  to  distributing  this  policy  to  all  employees. 
Departments  are  required  to  post  it  at  all  times  in  a conspicious  manner  on  Departmental 
or  employee  bulletin  boards.  Further,  this  policy  is  to  be  included  in  the  Department's 
new  employee  orientation. 
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REAL  ESTATE  DEPARTMENT 


AFFIRMATIVE  ACTION  PLAN 


Introduction 


The  Real  Estate  Department  is  located  at  25  Van  Ness  Avenue, 
Suite  400  and  currently  has  a staff  of  nineteen  people  of  which 
fifteen  are  professionals  and  four  are  support  staff. 

The  responsibility  of  the  Real  Estate  Department  as  stated 
in  Charter  Section  7.400  is  as  follows: 

"The  Director  of  Property  shall  be  the  head  of  the 
department  of  property.  He  shall  have  charge  of  the 
purchase  of  real  property  and  improvements  required  for 
all  City  and  County  purposes,  and  the  sale  and  lease  of 
real  property  and  improvements  thereon  owned  by  the  City 
and  County,  except  as  otherwise  provided  by  this  Charter. 

In  the  acquisition  of  property  required  for  street 
opening,  widening  or  other  public  improvements,  the 
Director  of  Property  shall  make  preliminary  appraisals 
of  the  value  of  the  property  sought  to  be  condemned  or 
otherwise  acquired  and  report  thereon  to  the  responsible 
officer.  It  shall  be  his  duty,  in  addition,  to  assist  in 
such  proceedings  on  the  request  of  the  responsible  officer. 

Each  department  authorized  by  the  approval  of  bond 
issues  or  by  annual  or  supplemental  appropriation 
ordinance  to  purchase  or  lease  property  or  improvements 
needed  for  the  purposes  of  such  department  shall  make 
such  purchases  or  leases  through  the  Director  of  Property. 

The  Director  of  Property  shall  maintain  complete 
records  and  maps  of  all  real  property  owned  by  the  City, 
which  shall  show  the  purchase  price,  if  known,  and  the 
department  in  charge  of  each  parcel,  with  reference  to 
deeds  or  grants  establishing  the  City's  title. 

He  shall  annually  report  to  the  Mayor,  the  Controller, 
the  Chief  Administrative  Officer,  and  the  Supervisors  the 
estimated  value  of  each  parcel  and  improvement.  He  shall 
make  recommendations  to  the  Mayor  and  Chief  Administrative 
Officer  relative  to  the  advantageous  use,  disposition,  or 
sale  of  real  property  not  in  use." 
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February  7,  1992 


TO : ALL  PERSONNEL 

FROM : ANTHONY  DELUCCKI 

Director  of  Property 

RE:  Policy  Statement  on  Equal  Employment 

Opportunity  and  Affirmative  Action 


In  accordance  with  the  Board  of  Supervisors’  affirmative  action 
guidelines 

it  is  the  policy  of  the  Real  Estate  Department  to 
afford  equal  opportunity  and  affirmative  action  on  all  employment 
decisions.  The  Department  will  take  the  necessary  steps  to: 

Recruit  and  hire  without  regard  to  race,  religion,  sex, 
national  origin,  ethnicity,  age,  handicap, 

political  affiliation,  or  sexual  orientation; 

base  decisions  on  employment  so  as  to  further  the  principles 
of  equal  employment  opportunity  and  affirmative  action; 

insure  that  all  personnel  matters  within  the  authority  of 
the  Director  of  Property  will  be  administered  without 
discrimination. 

The  successful  achievement  of  a non-discriminatory  employment 
program  requires  cooperation  among  all  employees.  In  striving 
toward  this  goal,  management  realizes  it  must  lead  the  way  in 
practices  which  will  achieve  the  objective  of  equal  opportunity 
for  all. 


The  Director  of  Property  will  have  the  primary  responsibility 
for  the  implementation  of  the  Affirmative  Action  Program. 


554-9850 
FAX:  552-9216 


25  Van  Ness  Avenue,  Suite  400 


San  Francisco,  941C 


Designation  of  Responsibility 


The  Director  of  Property  will  have  primary  responsibility 
for  the  Real  Estate  Department's  Affirmative  Action  Program, 
including  designation  of  an  Affirmative  Action  Coordinator, 
development  and  dissemination  of  the  Department's  policy 
statement  on  equal  opportunity  and  affirmative  action, 
evaluation  of  supervisors  on  affirmative  action  performance, 
and  establishment  of  affirmative  action  goals. 

Mr.  Daniel  Kennedy,  Head  Accountant,  is  designated 
Coordinator  for  the  Department's  Affirmative  Action  Program. 

He  will  be  responsible  for  developing  the  Department's  plan, 
evaluating  the  Program's  progress,  and  updating  goals  and 
activities  annually.  He  will  also  be  responsible  for  periodic 
reports  to  the  Director  of  Property,  the  Human  Rights  Commission, 
and  the  Civil  Service  Commission.  As  the  Affirmative  Action 
Coordinator,  Mr.  . Kennedy  will  coordinate  the  activities  described 
in  this  Plan  to  achieve  the  goals  of  the  Department. 


Utilization  Analysis 


The  Real  Estate  Department  currently  has  19  employees: 


Administrators 

2 

Professionals 

12 

Technicians 

1 

Clerical 

4 

19 

We  have  two  Hispanic  professionals,  one  Filipino  technician, 
and  one  Filipino  secretary.  We  have  six  women  employees  - four 
secretaries  and  two  professionals. 


Discussion  of  Utilization 

Since  the  bulk  of  our  professionals  consist  of  Real  Property 
Officers  (10  of  12) , and  the  administrators  are  promoted  out 
of  this  classification,  attempts  to  correct  underutilizations 
must  begin  in  this  area.  Analysis  of  the  Civil  Service  lists 
for  the  last  10  years  indicates  that  the  107  individuals  on  the 
lists  consisted  of: 

Men  96  White  88 

Women  11  Filipino  7 

107  Asian  6 

Hispanic  4 

Black  2 

107 


This  applicant  pool,  in  conjunction  with  the  rule-of-three , 
made  meaningful  affirmative  action  progress  quite  difficult. 
Combined  with  this  is  the  fact  that  our  department  has  not 
experienced  a great  deal  of  turnover.  Analysis  over  the  last 
five  years  indicates  eight  new  employees  were  hired  into  the 
department  - all  professionals.  The  eight  consisted  of  (3) 
Hispanics  (one  female) , one  Asian  and  one  Black.  Though  five  of 
the  eight  were  minorities,  the  one  Asian  and  one  Black  have 
resigned  and  taken  other  jobs,  and  one  of  the  Hispanics  hired 
has  since  retired. 

In  addition,  two  Real  Property  Officers  formerly  included  with 
our  department  were  transferred  to  the  jurisdiction  of  the  Water 
Department.  One  agent  was  Asian  and  the  other  was  Filipino. 


Goals  and  Timetables 


The  City's  budget  problems  have  left  the  processing  of  new 
personnel  requisitions  in  jeopardy.  We  hope  to  add  a new 
agent  shortly,  but  analysis  of  the  Civil  Service  list  suggests 
that  it  will  probably  be  a white  male  - as  they  occupy  the 
first  nine  places  on  the  existing  list. 

It  is  anticipated  that  our  female  Hispanic  Real  Property 
Officer  will  be  promoted  to  Senior  in  the  near  future. 


Affirmative  Action  Programs 

To  widen  the  applicant  pool  for  Real  Property  Officer,  the 
position  requirements  were  re-written  to  open  the  test  to  a 
large  group  of  people  in  the  real  estate  field  who  had  not 
been  eligible  earlier.  We  advertised  the  position  extensively 
in  the  local  newspapers  and  the  Real  Estate  Journal.  Included 
in  the  announcement  was  the  notice  that  women  and  minorities 
were  encouraged  to  apply. 

Some  progress  has  been  made.  When  the  test  was  given  seven 
years  earlier,  it  included  only  nine  people.  Six  of  the  nine 
were  white  males;  one  was  a white  female  (hired) ; one  was  a 
Filipino  male  (hired) ; and  one  was  a Black  male  (9th  on  the 
list  and  never  reachable) . The  current  list  has  more  than 
tripled  to  thirty  people.  Five  of  the  thirty  are  females,  and 
five  are  members  of  minority  groups . It  appears  that  the 
more  diverse  lists  being  created  and  Civil  Service  reforms  to 
expand  the  rule-of-three  will  result  in  meaningful  change  in 
the  near  future. 


Auditing  and  Reporting 

The  Real  Estate  Department  is  committed  to  maintain  records  and 
file  whatever  reports  are  required  by  the  Mayor,  Board  of 
Supervisors,  Civil  Service  Commission,  or  any  other  regulatory 
body . 

The  Real  Estate  Department  has  posted  the  department's  eeo/aa 
policy  statement  on  the  bulletin  board  and  discussed  it  at  our 
bi-weekly  staff  meeting. 


City  and  County  of  San  Francisco 


Civil  Service  Commission 


September  2,  1980 
Reissued:  May  12,  1988 


MEMORANDUM 


To 


All  Appointing  Officers 

Departmental  Personnel  Officers 

Employees  and  Employee  Organization  Representatives 


From  : John  J.  Walsh 

General  Manager,  Personnel 

SUBJECT  : POLICY  REGARDING  THE  USE  OF  SLURS  BY  CITY  OFFICIALS  AND  EMPLOYEES 

At.  its  meeting  of  August  18,  1980,  the  Civil  Service  Commission  adopted  the 
following  policy  recommended  by  the  Human  Rights  Commission  regarding  the  use 
of  slurs  by  City  officials  and  employees: 

"IT  IS  THE  POLICY  OF  THE  CITY  AND  COUNTY  OF  SAN  FRANCISCO,  AND  EACH 
OF  ITS  OFFICIALS,  EMPLOYEES  AND  AGENTS  ACTING  IN  THEIR  OFFICIAL 
CAPACITY,  TO  TREAT  ALL  PERSONS  EQUALLY  AND  RESPECTUFULLY,  AND  TO 
REFRAIN  FROM  THE  WILLFUL  OR  NEGLIGENT  USE  OF  SLURS  AGAINST  ANY 
PERSON  ON  THE  BASIS  OF  RACE,  COLOR,  CREED,  NATIONAL  ORIGIN,  ANCES- 
TRY, AGE,  SEX,  SEXUAL  ORIENTATION  OR  DISABILITY.  A SLUR,  AS  USED  IN 
THIS  POLICY,  IS  A WORD  OR  COMBINATION  OF  WORDS  THAT  BY  ITS  VERY 
UTTERANCE  INFLICTS  INJURY,  OFFERS  LITTLE  OPPORTUNITY  FOR  RESPONSE, 
APPEALS  NOT  TO  RATIONAL  FACULTIES,  OR  IS  AN  UNESSENTIAL  OR  GRATU- 
ITOUS PART  OF  ANY  EXPOSITION  OF  FACT  OR  OPINION.  ALL  PERSONS  ARE 
ENTITLED  BY  LAW  TO  THE  RIGHT  OF ‘EQUAL  TREATMENT  AND  RESPECT.  SLURS 
DEPRIVE  MEMBERS  OF  THE  PROTECTED  GROUPS  OF  THIS  RIGHT  BY  HOLDING 
THEM  UP  TO  PUBLIC  CONTEMPT,  RIDICULE,  SHAME,  AND  DISGRACE  AND 
CAUSING  THEM  TO  BE  SHUNNED,  AVOIDED  OR  INJURED  IN  THEIR  OCCUPATION. 

BY  PROMOTING  ILL  WILL  AND  RANCOR,  SLURS  DIMINISH  PEACE  AND  ORDER. 

THE  USE  OF  SUCH  SLURS  BY  CITY  OFFICIALS  OR  EMPLOYEES  WILL  BE  CON- 
SIDERED BY  COMMISSIONS,  DEPARTMENTS,  AGENCIES,  BOARDS,  OR  APPOINTING 
AUTHORITIES  AS  PRIMA  FACIE  EVIDENCE  OF  THE  LACK  OF  COMPETENCE  OF 
SAID  CITY  OFFICIALS  AND  EMPLOYEES.  EVIDENCE  OF  USAGE  OF  SUCH  SLURS 
SHALL  BE  ENTERED  IN  JOB  PERFORMANCE  EVALUATIONS  AND  SHALL  BE 
CONSIDERED  IN  EVALUATING  THE  FITNESS  OF  CITY  EMPLOYEES." 

It  is  requested  that  each  commission,  board  and  department  adopt  this  policy 
and  that  it  be  widely  disseminated  to  and  rigorously  enforced  by  every  officer 
and  employee  of  the  City  and  County.  Please  notify  the  Civil  Service 
Commission  and  the  Human  Rights  Commission  in  writing  of  action  taken  to 
implement  this  policy  and  forward  copies  of  commission  or  board  resolutions 
and  departmental  orders  or  directives  to  both  agencies. 
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DUAL  RESPONSIBILITY 


Supervisors  and  line  employees  have  a shared  responsibility  for  maintaining  a work 
environment  that  is  comfortable  and  productive  for  everyone.  Where  co-workers  or 
clients  express  concerns  about  employees  speaking  in  a language  other  than  English, 
supervisors  should  work  toward  informally  resolving  these  interpersonal  difficulties  in  a 
constructive  and  sensitive  manner. 

In  order  to  assure  effective  communication  during  emergencies  and  constructive 
discussion  of  assignments,  work  performance  and  work  rules;  supervisors  and  employees 
should  expect  that  any  direct  communications  be  conducted  in  a commonly  understood 
language. 


POLICY  IMPLEMENTATION 


The  Civil  Service  Commission  designates  its  Equal  Employment  Opportunity  Unit 
(CSC  EEO)  as  its  agent  in  administering  the  guidelines  and  provisions  of  this  policy.  The 
CSC  EEO  Unit  is  further  designated  as  the  resource  from  which  departments,  employees 
and/or  applicants  for  employment  may  obtain  assistance  on  matters  addressed  in  the 
policy. 

In  assuring  uniform  application  of  this  policy;  departments,  agencies,  boards  and 
commissions  of  the  City  and  County  of  San  Francisco  shall  be  required  to: 

1.  Adopt  this  or  a similiar  policy  and  forward  confirmation  and  copies  of  such  to  the 
CSC  EEO  Unit  within  sixty  (60)  calendar  days  of  the  date  of  the  issuance  of  this 
policy; 

2.  Consult  with  and  obtain  the  express  approval  of  the  CSCrEEO  Unit  prior  to  the 
implementation  of  any  specific  department  language  policy  to  assure  that  it 
conforms  with  the  requirements  of  federal,  state  and  local  guidelines. 

Employees  and  applicants  for  employment  with  the  City  and  County  of  San  Francisco 
who  believe  that  any  departmental  language  policy  discriminates  in  the  terms  and/or 
conditions  of  their  employment  may  file  a complaint  with  the  CSC  EEO  Unit  under  the 
provisions  of  CSC  Rule  1.03F.  Employees  may  also  file  such  charges  with  the  California 
State  Department  of  Fair  Employment  and  Housing  or  the  United  States  Equal 
Employment  Opportunity  Commission.  Instructions  on  how  to  file  such  a complaint  are 
available  from  the  CSC  EEO  Unit  in  Room  151,  City  Hall  or  by  calling  554-4736. 


DISTRIBUTION  OF  POLICY 


Appointing  Officers  and/or  Department  Heads  are  responsible  for  assuring  that  all 
employees  are  aware  of  this  policy.  In  addition  to  distributing  this  policy  to  all  employees. 
Departments  are  required  to  post  it  at  all  times  in  a eonspicious  manner  on  Departmental 
or  employee  bulletin  boards.  Further,  this  policy  is  to  be  included  in  the  Department's 
new  employee  orientation. 
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City  and  County  of  San  Francisco 


Civil  Service  Commission 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 
POLICY  ON  LANGUAGE  DIVERSITY 


PURPOSE  STATEMENT 

The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desire  able  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 
opportunity  policy  that  ensures  the  employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City's  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee's 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 


LEGAL  REQUIREMENTS 

The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-EngLish  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 
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SAN  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-2S.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES;  ESTABLISHING  A COMPLAINT 
PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL 
HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS;  REQUIRING  THE 
IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION;  REQUIRING  DISTRIBUTION 
OF  THE  POLICY;  INTERPRETATION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City  official  or 
employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees  includes, 
but  is  not  1 imited  to; 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  conments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement,  gestures,  or  any 
physical  interference  with  normal  work  or  movement; 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems,  graffiti, 
cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the  foregoing  behavior 
unreasonably  interferes  with  work  performance,  creates  an  intimidating,  hostile  or 
offensive  working  environment,  influences  or  affects  the  career,  salary,  working 
conditions,  job,  or  other  aspects  of  career  development  of  an  employee  or 
prospective  employee,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory  employees  know, 
or  reasonably  should  know,  that  an  employee  in  the  line  of  supervision  of  the 
officials  or  supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who  complained  of 
sexual  harassment,  or  who  testified  on  behalf  of  one  who  made  a complaint,  or  who 
assisted  or  participated  in  any  manner  on  behalf  of  a complainant  in  an 
investigation,  proceeding  or  hearing  conducted  under  this  section 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall  inform  the 
department  head  of  such  complaint  within  three  (3)  working  days.  Upon  receipt  of  such  information 
the  department  head  shall  inform,  in  writing,  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  (5)  working  days.  Within  five  (5)  working  days  after  receiving  notice  of  a 
complaint,  the  Civil  Service  Commission  shall  report  that  complaint  to  the  Cormission  on  the 
Status  of  Women.  The  Civil  Service  Commission's  reports  to  the  Commission  on  the  Status  of  Women 
shall  not  contain  information  identifying  the  parties  involved  in  the  events  giving  rise  to  the 
complaint,  but  shall  include  all  other  relevant  details.  The  Civil  Service  Cornni ssion  shall 
report  the  outcome  of  each  complaint  to  the  Commission  on  the  Status  of  Women  promptly  after  the 
complaint  is  resolved.  The  Civil  Service  Commission  shall  annually  report  to  the  3oard  of 
Supervisors,  the  Mayor,  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women  the 
number  of  claims  filed,  the  number  of  claims  penaing,  the  departments  in  which  claims  have  been 
filed  and  such  other  information  the  Commission  determines  necessary  regarding  proolems  in 
enforcement  under  this  section. 


(e)  The  discrimination  complaint  procedure  established  by  the  Civil  Service  Commission 
pursuant  to  Section  3.661(c)  of  the  Charter  shall  be  used  to  review  and  resolve  allegations  of 
sexual  harassment.  The  determination  reached  under  the  Civil  Service  Commission  procedures  shall 
be  final  and  shall  forthwith  be  enforced  by  every  employee  and  appointing  officer. 

(f)  During  any  hearing  on  a complaint  of  sexual  harassment,  evidence  of  the  sexual  conduct 
of  the  complainant  offered  to  attack  the  credibility  of  the  complainant  shall  be  permitted  only  as 
provided  in  the  Civil  Service  Commission  Hearing  Procedures  and  with  the  express  approval  of  the 
Civil  Service  Hearing  Panel. 

(g)  Upon  a finding  that  a City  official  or  employee  has  engaged  in  prohibited  sexual 
harassment  as  defined  herein  against  a City  employee  or  applicant  for  employment,  the  City 
official  or  employee  shall  receive  disciplinary  action  up  to  and  including  demotion  or  dismissal 
in  accordance  with  the  applicable  provisions  in  the  Charter.  A statement  of  those  findings,  of 
the  disciplinary  action  taken,  and  of  any  final  determination  of  subsequent  acts  of  sexual 
harassment  shall  be  made  a part  of  the  employee's  personnel  file  and  shall  be  included  in  the 
employee's  performance  evaluation. 

(h)  Whenever  a final  determination  is  made  that  an  action  taken  against  a City  employee, 
such  as  but  not  limited  to,  a reassignment,  transfer,  termination,  disciplinary  action  or 
demotion,  constitutes  sexual  harassment,  the  responsible  appointing  officer  in  the  subject 
department  shall  set  aside  that  action  and  provide  a make-whole  remedy  to  the  complainant 
including  but  not  limited  to  reinstatement  of  all  benefits,  seniority  and  back  pay.  After  a final 
determination  is  made  that  sexual  harassment  did  occur,  the  appointing  officer  in  the  subject 
department  shall  provide  written  notification  of  compliance  with  the  requirements  of  this  section 
to  the  General  Manager,  Personnel. 

(i)  Prevention  is  the  best  tool  for  the  elimination  of  sexual  harassment.  All  City  and 
County  conmissions , departments,  boards  and  agencies  shall  provide  to  each  of  their  supervisory 
employees  a copy  of  this  ordinance  with  a written  explanation  of  the  Civil  Service  procedure  for 
filing  a complaint  for  violation  thereof.  Each  appointing  officer  shall  require  his  or  her 
supervisory  personnel  to  instruct  all  employees  under  their  supervision  of  the  contents  of  this 
ordinance  and  of  the  Civil  Service  procedures  for  filing  a complaint  for  violation  thereof,  and 
shall  adopt  a specific  departmental  policy  delineating  that  sexual  harassment  will  not  be 
tolerated  and  shall  provide  to  or  acquire  for  its  supervisory  personnel  a training  program 
designed  to  educate  and  thereby  prevent  sexual  harassment. 

(j)  This  policy  shall  be  construed  in  a manner  consistent  with  the  right  of  free  speech, 
association  and  privacy. 

(k)  The  offices  of  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women 
shall  be  available  to  provide  assistance  upon  request  to  any  employee,  applicant  for  employment, 
or  City  department  whenever  appropriate. 

(l)  Nothing  in  this  Section  is  intended  to  limit  the  power  of  a department  head  to 
discipline  a department  employee  found  guilty  or  responsible  for  sexual  harassment  or  retaliation. 


(Amended  by  Ord.  213-86.  App.  6/13/86;  Ord.  271-89.  App.  7/28/89). 


1 704C/3/06/9 1 
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DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 
April,  1992 


Bruce  Jamison,  Recorder 
Gregory  Diaz,  Affirmative  Action  Officer 


City  and  County  of  San  Francisco 


Recorder 


INTRODUCTION 

There  are  two  areas  of  responsibility  in  this  office,  Clerk  and 
Recorder's  functions.  The  duties  of  these  offices  are  required 
under  government  codes  or  local  ordinances  and  are  defined  as  to 
legally  required  or  revenue  generating. 

Recorder  Functions:  To  protect  the  personal  and  property  rights 
of  the  public  by  recording  all  documents  as  prescribed  by  _aw  and 
to  provide  constructive  notice  of  these  recordings.  These 
either  required  by  law,  indicated  by  ()  signs,  and/or  se 
supported  revenue  generating  functions  indicated  by  a $ sign. 


Total:  27  FTE 

Recorder 

.80 

Chief  Deputy 

.85 

Ex  Secretary 

.50 

Sr  Accountant 

.80 

Sr  Account  Clk 

1.00 

Micro  Tech 

2.8 

8108  Sr  Doc  Examiner  5 

8106  Legal  Pr  Clk  4.5 

1426  St  Clk  Typist  7-75 

1424  Clk  Typist  1 

8109  Doc  Exam  Supervisor  2 


Tier  1 : Legally  Mandated 

a)  Recording  of  documents  $,  ( 2732°  C .G. C . ) 

b)  Provide  Index  to  documents  Recorded  ( 2725 f C. G. 0 . ) 

c)  Involuntary  lien  notice  $,  (27297.5  C.G.C.) 

d)  Microfilming  documents  (27322  C.G.C.) 

e)  Issue  copies  $,  (27365  C.G.C.) 

f)  Return  of  documents  (27321  C.G.C.)  . , . Q 

g)  Audit  recordings  for  transfer  tax  $,  (San  Francisco  Ordinance 

377-74) 

Tier  2:  Intrinsic  to  Mission 

a)  Administration  (27203  C.G.C.)  . . * 

b)  Training  of  staff  (new  laws,  indexing,  microfilming) 

c)  Computer  systems  management  and  development 

d)  Balancing  and  reconciliations  of  all  fees  collected 

e)  Assist  public  in  locating  and  obtaining  required 
documentation  and  information  (legal  descriptions  and  Assessor 
Parcel  numbers)  required  to  record  documents 

(1092  C.C. ) 

Tier  3:  Discretionary  Activities 

a)  Assist  public  in  use  and  search  of  property  records 

b)  Assist  public  in  use  and  search  of  marriage  records 

c)  Assisting  public  in  completion  of  Transfer  Tax  Affidavits 

d)  Provide  assistance  to  public  inquiries  on  recor 


Clerk  Functions:  To  issue  licenses  for  marriages,  perform 
marriages,  register  Domestic  Partnerships,  validate  notaries  and 
fictitious  business  names.  These  are  either  required  by  operation 
of  law  indiciated  by  ()  and/or  self  supported  by  revenue 
generation  indicated  by  a $ sign. 

Resource  totals:  6 FTE 


1 1 32  Recorder  .20 

1133  Chief  Deputy  .15 

1652  Senior  Accountant . 20 
1750  Micro  Tech  .20 


8108  Doc  Examiner  1.00 
8106  legal  P Clk  3.50 
1426  Sr  Clk  Typist  .25 
1452  Ex  Secretary  .50 


Tier  1 : Legally  Mandated 

a)  Issue  Marriage  Licenses  $,  (4201  C.C.) 

b)  Domestic  Partnerships  $,  (Administration  Code  62) 

c)  Registration  of  Confidential  marriages  $,  (4213  C.C.) 

d)  Notary  registration  $,  (8213  C.G.C.) 

e)  Fictitious  Business  Name  Filings  & Terminations  $,  (17910 
B.P.C.) 

Tier  2:  Intrinsic  to  Mission 

a)  Administration 

b)  Microfilm  marriages  certificates  (4212  C.C.) 

c)  Training  of  staff  (new  laws , indexing , microfilming) 

d)  Computer  system  management  and  development 

Tier  3 .'Discretionary  Activities 

a)  Performance  of  marriage  ceremonies  $,  (4205  C.C.) 

b)  Assist  public  in  clerk  record  searches 

c)  Notarization  of  City  & County  officers 

d)  Taking  Oath  of  Offices  for  City/County  employees 


City  and  County  of  San  Francisco 


Recorder 


i 

AFFIRMATIVE  ACTION  POLICY  FOR  EQUAL  OPPORTUNITY 

It  is  the  policy  of  the  Recorder's  Office  that  the  doors  of 
opportunity  be  maintained  wide  open  to  all  persons,  regardless  of 
race,  religion,  sex,  natural  origin,  ethnicity,  age,  physical 
handicap,  political  affiliation,  sexual  orientation,  color, 
marital  status,  medical  condition  (cancer-related)  or  the 
conditions  Acquired  Immune  Deficiency  Syndrome  (AIDS)  and  AIDS 
Related  Conditions  (ARC). 

Vigorous  enforcement  of  the  laws  against  discrimination  shall  be 
carried  out  at  every  level  toward  the  end  that  all  persons  shall 
have  equal  access  to  positions  in  this  department,  limited  only  by 
their  ability  to  do  the  job. 


DISCRIMINATION  COMPLAINTS 

Any  person  may  file  a complaint  alleging  discrimination  as  a 
result  of  any  employment  selection  procedure  violating  the 
Affirmative  Action  Policy  for  Equal  Opportunities  by  forwarding 
the  complaint  in  writing  to  the  EEO  Unit.  The  complainant  shall 
specify  those  facts  and  reasons  which  support  the  charges. 

Letters  of  complaint  must  be  filed  within  30  calendar  days  of  the 
occurrence  of  the  discriminatory  act.  A copy  of  all  complaints 
shall  immediately  be  forwarded  to  the  Human  Rights  Commission  and 
to  each  member  of  the  Civil  Service  Commission.  The  complainant 
shall  receive  a written  report  of  the  findings  of  the 
investigation  of  the  commission  staff.  The  Civil  Service 
Commission  shall  expedite  hearings  on  appeals  filed  in  accordance 
with  the  Civil  Service  Commission  Rules. 

This  procedure  is  not  intended  to  preclude  a hearing  before  the 
Human  Rights  Commission  or  any  other  Board  or  Commission  having 
jurisdiction  in  the  City  and  County  of  San  Francisco  , nor  to 
preclude  an  individual's  right  to  file  the  same  or  similar 
complaints  with  appropriate  state  or  federal  regulatory  agencies, 
or  to  litigate  for  relief. 


Bruce  H.  Jamison,  County  Clerk-Recorder 
July  8,  1992 


t 


(415)  554-4176 


Room  167,  City  Hall 


San  Francisco  94102 


Designation  of  Responsibilities 


The  chief  executive  of  the  Office  of  the  Recorder  is  Bruce  Jamison. 
He  has  overall  responsibility  for  the  department's  affirmative 
action  program.  He  will  designate  the  department's  affirmative 
action  officer,  issue  the  department's  equal  employment  opportunity 
and  affirmative  action  policy  statement,  communicate  affirmative 
action  objectives  to  department  personnel,  evaluate  the  performance 
of  the  program,  and  report  to  the  Mayor,  Board  of  Supervisors,  Human 
Rights  Commission,  Commission  on  the  Status  of  Women,  and  Civil 
Service  Commission  as  requested. 

The  department's  affirmative  action  officer  is  Gregory  Diaz,  the 
Chief  Deputy  Recorder.  Mr.  Diaz  will  be  responsible  for  the 
development  and  implementation  of  the  department's  affirmative 
action  program  and  he  will  act  as  the  human  resource  manager  and 
training  officer. 

Each  employee  shall  have  responsibility  for  treating  one  another 
with  respect  and  for  keeping  the  Office  of  the  Recorder  free  from 
discrimination. 


UTILIZATION  ANALYSIS 


i 


I.  Total  Department/Division  Composition  and  Utilization 
Use  a separate  form  for  department  and  each  division. 

If  by  Pi  vi  sion,  identify: _ 


As  of  6/30/91  Variance  AA  Goal? 


By  Race/Ethnicity 

Number  Percent 

Avai 1 abi 1 i ty 

(-  only)  Yes/No 

Nh  i te 
B1  ack 

2 

3 

Ls.w 

(.13.  0«]t) 

9.9% 

Hi spani c 

v 

1 1 . 2% 

As  i an 

7 

(3o  ■ <M>) 

15.3% 

Filipino 

7 

(3 O-H) 

5.4% 

Amer  Indian 

0 

0.4% 

By  Gender 

Male 

? 

(3*.  %f)i) 

\ 

Female 

45.2% 

Total 

23 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  (AJaJ  P ([, 

If  by  divi  sion,  identify: 


By  Race/Ethnicity 
White 

As  of  6/30/91 
Number  Percent 

1 l$D-01i) 

Black 

1 

(50 -WA 

Hi  span i c 

0 

Asian 

0 

Fi 1 i pi  no 

0 

Amer  Indian 

0 

By  Gender 
Male 

Cw-Oty) 

Female 

0 

Total 

y 

Variance  AA  Goal ? 


Availability 

(-  only) 

Yes/No 

II-  Wh 

M 

is.  n 

'IS.Jfy 

YU) 

s.  w. 

- 5 ■ 

YU) 

0 

"O-Wi 

- <fr. 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


I I'd  7-  (_  [ ) 

IA13.  cAaj2L  Cl) 


Narrative  Discussion 


At  present,  our  department  has  reached  goals  as  outlined  by  our 
affirmative  action  policy.  The  Office  of  the  Recorder  has  always 
had  the  policy  to  hire  the  best  person  for  the  job  regardless  of 
race,  religion,  etc.  This  policy  has  resulted  in  a formation  of  a 
very  balanced  department.  When  hiring,  it  is  important  to  think 
about  needs  both  for  the  specific  job  and  for  the  department. 

Having  this  in  mind  has  been  crucial  in  terms  of  us  addressing  our 
affirmative  action  goals. 

The  two  positions  in  our  office  which  are  considered  administrative 
positions  are  filled  by  a white  man  and  a black  man.  When  a vacancy 
arises,  the  department  will  consider  hiring  a female  administrator. 


II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 


Category:  ^ 

If  by  division,  identify: 


Anticipated  Vacancies:  Number  and  description. 


Affirmative  Action  Goals  for  June  30,  1993 
Target  Group  Underutilized  New  Hires/  Total 

K)  (tywmJ  (r  t ) 


Promotions 


Percent 


Goals  may  include  accomplishments  made  since  7/1/91. 


City  and  County  of  San  Francisco  Recorder 


AFFIRMATIVE  ACTION  PROGRAMS 


The  department  will  continue  to  meet  affirmative  action  goals  by- 
employing  our  same  policy  of  hiring  the  best  person  for  the  job. 
Our  office  may  be  expanding,  therefore,  if  another  on-line 
supervisor  is  needed  our  office  will  look  closely  at  every  woman 
candidate.  It  would  fulfill  an  affirmative  action  goal  if  we 
could  find  a woman  administrator  who  was  also  the  best  person  for 
the  job. 

In  the  office  of  the  Recorder,  heavy  emphasis  is  placed  upon  the 
training  of  employees,  which  hopefully  will  lead  to  employees 
being  in  a stronger  position  to  take  advantage  of  promotional 
opportunities.  The  County  Recorder's  Association  of  California 
offers  workshops  and  seminars  for  staff  and  our  employees  are 
encouraged  to  attend  at  least  twice  a year.  In  addition  to  off- 
site workshops  and  seminars,  we  provide  up  to  date  recorder  and 
legal  manuals  to  our  staff;  again  we  encourage  our  employees  to 
utilize  the  materials  which  are  available  to  them. 

When  dealing  with  complaints  and/or  problems  in  the  workplace, 
our  office  is  guided  by  the  Civil  Service  Affirmative  Action 
Policy  for  Equal  Opportunity/Discrimination  Complaints  and  the 
Civil  Service  Progressive  Discipline  Statement.  When  an  employee 
commences  work  in  this  department,  both  of  the  above-mentioned 
policy  guidelines  are  given  to  the  new  employee.  It  is  crucial 
that  our  policies  are  given  to  employees  for  knowledge  of  these 
policies  is  everyone's  best  friend.  A copy  of  our  Recorder  s 
Office  Policy  & Procedures  Manual  is  attached  for  your  perusal. 

Civil  Service  Rule  34  candidates  are  welcome  and  encouraged. 
Although  our  office  does  not  have  special  programs  targeting 
women,  minorities  or  disabled  individuals,  our  preference  is  that 
any  qualified  person  is  welcome  and  encouraged  to  apply  for  any 
position  in  our  office. 

When  there  are  vacancies  and  no  Civil  Service  Commission  list, 

the  department  will  recruit  by  issuing  announcements. 


< 


Recorder 


City  and  County  of  San  Francisco 


AUDITING  AND  REPORTING 


The  Recorder  has  a commitment  to  maintain  records  and  to  report 
to  the  Mayor,  Board  of  Supervisors,  Civil  Service  Commission, 
Human  Rights  Commission  and  other  regulatory  agencies  as 
i required.  Gregory  J.  Diaz,  Chief  Deputy  Recorder  will 

I periodically  evaluate  the  department's  affirmative  action  goals 
by  reviewing  the  available  statistics  regarding  the  labor  market 
and  comparing  the  data  to  the  makeup  of  the  department.  All 
reports  issued  out  of  this  office  will  be  maintained. 


DISSEMINATION 

| The  Recorder's  Affirmation  Action  Plan  and  the  Recorder's  Office 
Policy  & Procedures  Manual  is  given  to  all  recorder  personnel. 
Employee  organizations  and  the  general  public  can  receive  our 
information  upon  request. 


APPENDICES 


The  Recorder's  Office  Policy  & Procedures  Manual  along  with  our 
Summary  by  Department,  Occupational  Category  and  Job  Class  is 
included  within  this  report. 


i 


*15)  554-4176 


Room  167,  City  Hall 


San  Francisco  94102 


January  28,  1992 


AAP  6.1  : Budgeted  Positions 
for 

City  and  County  of  San  Francisco  - Civil  Service  Commission 
AA  Plan  Positions  : AAP  6.1 
Budgeted  Positions 

Summary  by  Department,  Occupational  Category  and  Job  Class 
Generated  January  28,  1992  at  9:52  AM 

AAP  Total 

Dept  OCC  Class  Class  Title  Bench  Count 

78  RECORDER 

78  A OFFICIALS  & ADMINISTRATORS 

78  A 1132  RECORDER 0101  1 

78  A 1133  CHIEF  DEPUTY  RECORDER 0102  1 

78  A OFFICIALS  & ADMINISTRATORS  subtotal:  2 

78  B PROFESSIONALS 

78  B 1 650  ACCOUNTANT 0204  1 

78  B 9761  ASSISTANT  TO  CAO  II 0203  1 

78  B PROFESSIONALS  subtotal:  2 

78  C TECHNICIANS 

78  C 1750  MICR0PH0T0  TECHNICIAN 0301  3 

78  C TECHNICIANS  subtotal:  3 

78  F OFFICE  / CLERICAL 

78  F 1424  CLERK  TYPIST 0615  1 

78  F 1426  SENIOR  CLERK  TYPIST 0616  8 

78  F 1632  SENIOR  ACCOUNT  CLERK 0630  1 

78  F 8106  LEGAL  PROCESS  CLERK 0601  5 

78  F 8108  SENIOR  LEGAL  PROCESS  CLERK 0601  4 

78  F 8109  DOCUMENT  EXAMINING  SUPERVISOR 0601  1 

78  F OFFICE  / CLERICAL  subtotal:  20 

78  RECORDER  subtotal:  27 

REPORT  GRAND  TOTAL  27 

— End  of  Report  — 


Page  Number: 


1 


DATE: 


I have  this  date  received  the  following  documents: 

a.  Civil  Service  Employee  Handbook 

b.  Sexual  Harassment  Policy  - dated  June  2,  1989. 

c.  Sexual  Harassment  Policy  Exhibits  2-5 

d.  Office  Standards  Policy  - effective  August  1,  1989 

e.  Prohibiting  use  of  Slurs 

f.  Prohibiting  Discrimination  on  the  basis  of  Aids,  ARC, 

HIV  or  any  medical  signs  or  symptoms  related  thereto 

g.  Synopsis  of  the  Progressive  Discipline  Statement 

h.  Emergency  Data  Sheet 

i.  Affirmative  Action  Policy  for  Equal 
Opportunity/ Discrimination  Complaints 

j . Employee  Assistance  Program 

k.  Policy  on  Language  Diversity 

The  Recorder's  Office  Policy  & Procedures  Manual  is  located  in  the 
administrative  office.  Please  feel  free  at  any  time  to  review 
this . 

Signature  below  confirms  receipt  of  the  documents  as  outlined 
above.  Return  this  form  and  the  Emergency  Data  Sheet  to  the  Chief 
Deputy  Recorder  for  inclusion  in  the  employee  personnel  file. 


( Signature) 


(Printed  Name,  title) 


Printed  Name 


SEXUAL  HARASSMENT  POLICY 


It  is  the  policy  of  the  Recorder's  Office  that  sexual  harassment 
of/or  by  a Recorder's  Office  employee  is  prohibited. 

Any  Recorder's  Office  employee,  regardless  of  employment  status  or 
position,  who  upon  a finding  of  having  engaged  in  sexual 
harassment,  shall  be  disciplined  in  a manner  consistent  with  the 
violation . 

Disciplinary  action  imposed  by  the  Recorder's  Office  is  not 
limited  or  restricted  by  the  Sexual  Harassment  Ordinance,  and  may 
include  discipline  up  to  and  including  termination. 

Sexually  derogatory  jokes/comments  within  the  job  site  are 
prohibited  as  well  as  publicly  posted  sexually  derogatory  posters 
or  pictures. 

The  Recorder's  Office  will  not  tolerate  nor  condone  behavior  by 
any  of  its  employees  which  constitutes  sexual  harassment. 


June  2,  1989 
Bruce  Jamison 
Recorder 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 
RECORDER'S  OFFICE 

OFFICE  STANDARDS  POLICY 
EFF  AUGUST  1 , 1989 

All  employees  are  to  be  at  their  work  station  and  prepared  to 
begin  working  at  8:00  am  or  designated  hour  if  assigned. 

Each  employee  is  required  to  sign  in  on  the  designated  log  at 
the  beginning  and  ending  of  the  work  day:  sign  in  must  be 
done  by  the  individual  only.  (Subject  to  progressive 
discipline  if  done  otherwise)  . 

The  Recorder's  Office  is  one  of  the  primary  offices  used  by 
the  public.  In  order  to  project  a good  image  to  the  public 
it  is  expected  that  attire  and  personal  hygiene  be  clean  and 
appropriate  for  contact  with  the  public  in  a business 
situation . 

All  employees  should  work  cooperatively  and  harmouniously 
with  peers,  subordinates,  supervisors  and  the  public. 

This  office  enforces  all  codes  and  regulations  with  respect 
to  public  employment  and  follows  progressive  discipline  rules 
for  infractions  or  violations  of  same. 

Employees  are  docked  in  15  minutes  increments  for  arriving 
late  to  work  or  leaving  early. 

Staff  members  are  expected  to  assist  in  closing  the  office 
nightly.  All  desks  are  to  be  free  from  work,  documents, 
negotiable  instruments  and/or  important  stamps  are  to  be  put 
in  safe  keeping  for  the  night. 

Staff  members  are  to  be  given  a 15  minute  break  when  working 
longer  than  3 1/2  hours  at  a time.  There  will  be  no 
additional  time  given  for  cigarette  breaks.  Personal  phone 
calls  is  to  be  done  during  this  time  and  not  during  normal 
work  periods.  Break  time  may  not  be  incorporated  with 
arrival  to  work  late;  ie  taking  10  minutes  instead  of  15. 

Phones  are  to  be  answered  after  no  more  than  2 rings  in  a 
manner  keeping  with  general  business  practice.  Identify 
yourself  for  in  house  calls  with  First  and  Last  Name.  For 
lines  incoming  from  the  public,  San  Francisco  Recorder's 
Office  is  to  be  used.  Messages  are  to  be  taken  when 
appropriate . 


9. 


Abuse  of  sick  leave  privileges  will  be  subject  to  progressive 
discipline  rules.  Abuse  may  include  but  is  not  limited  to 
patterns  of  absences  that  evolve  such  as  day  after  pay  days, 
day  before  and/or  day  after  a legal  holiday,  Monday  and/or 
Fridays,  not  returning  to  work  after  lunch  breaks  and  day 
after  return  from  a vacation  day.. 

10.  Each  employee  will  be  given  a job  description  that  generally 
describes  the  duties  and  responsibilities  of  the  position  at 
their  initial  orientation  to  the  office. 


1 1 . Each  employee  must  maintain  an  emergency  contact  information 
sheet  through  the  Accountant  and  maintained  in  the  Personnel 
Folder . 


12. 


Requests 
Doctor 's 
approved 
requests 
least  30 


for  vacation  and  time  away  from  the  office  (ie. 
Appointment)  must  be  submitted  in  writing  and 
by  the  Recorder  or  his/her  designee.  Vacation 
for  periods  longer  than  1 day  must  be  submitted  at 
days  prior  unless  circumstances  are  unavoidable. 


13. 


Vacation  and  Floating  Holidays  are  assigned  by  Seniority 
within  a section  as  outlined  in  the  MOU. 


14.  No  member  of  the  staff  or  associated  with  the  office  has  the 
ability  to  unrecord  or  cancel  a recorded  document.  ONce  a 
document  is  accepted  and  labeled  the  document  can  not  be 
pulled  from  the  recording  process.  To  do  so  would  be 
committing  an  unethical  act  and  it  is  submect  to  immediate 
dismissal  proceedings.  There  will  be  no  exception  to  this 
rule . 


15.  There  are  to  be  no  personal  calls  made  during  working  hours 
except  on  an  emergency  basis.  Messages  are  to  be  taken  and 
given  to  the  appropriate  employee  who  will  then  make  the  call 
during  break  or  lunch  time. 

**Note:  This  policy  statement  is  a synopsis  of  the  Policy  & 

Procedures  Manual  located  in  the  Recorder's  Administrative  Files. 


CITY  AND  COUNTY  OF  SAN  FRANCISC 
RECORDER'S  OFFICE 


PROHIBITING  USE  OF  SLURS 


At  its  meeting  on  August  18,  1980,  the  Civil  Service  Commission 
adopted  the  following  policy  recommended  by  the  Human  Rights 
Commission  regarding  the  use  of  slurs  by  city  officials  and 
employees : 

"It  is  the  policy  of  the  City  and  County  of  San  Francisco  and 
each  of  its  officials,  employees  and  agents  acting  in  their 
official  capacity,  to  treat  all  persons  equally  and 
respectfully  and  to  refrain  from  the  willful  or  negligent  use 
of  slurs  against  any  person  on  the  basis  of  race,  color, 
creed,  national  origin,  ancestry,  age,  sex,  sexual 
orientation  or  disability.  A slur,  as  used  in  this  policy, 
is  a word  or  combination  of  words  that  by  its  very  utterance 
inflicts  injury,  offers  little  opportunity  for  response, 
appeals  not  to  rational  faculties,  or  is  an  unessential  or 
gratuitous  part  of  any  exposition  of  fact  or  opinion.  All 
persons  are  entitled  by  law  to  the  right  of  equal  treatment 
and  respect.  Slurs  deprive  members  of  the  protected  groups 
of  this  right  by  holding  them  up  to  public  contempt, 
ridicule,  shame  and  disgrace  and  causing  them  to  be  shunned, 
avoided  or  injured  in  their  occupation.  By  promoting  ill 
will  and  rancor,  slurs  diminish  peace  and  order.  The  use  of 
such  slurs  by  City  officials  or  employees  will  be  considered 
by  Commissions,  Departments,  Agencies,  Boards,  or  Appointing 
Authorities  as  prima  facie  evidence  of  the  lack  of  competence 
of  said  City  officials  and  employees.  Evidence  of  usage  of 
such  slurs  shall  be  entered  in  job  performance  evaluations 
and  shall  be  considered  in  evaluating  the  fitness  of  City  of 
employees . " 

This  policy  is  the  official  policy  of  the  City  and  County  of  San 
Francisco  and  will  be  rigorously  enforced  by  every  employee  of 
this  department. 


PROH.I  B [T  I NG  I)  IS  OR  l M.l.  NAT  I ON  ON  THE  BASIS  OF  AIDS,  ARC  , 
HIV  OR  ANY  MFD [CAD  S [GNS  OR  SYMPTOMS  RELATED  THERETO 


It  i s the  policy  of  tho  C i.  Ly  and  County  of  San  Francisco  Civil 
Service  Commission  to  prohibit  discrimination  in  the  compensa t ion , 
terms,  conditions  and  privileges  of  employment  on  the  basis  that 
any  employee  or  applicant  for  employment  with  the  City  & County: 

has,  is  perceived  as  having  or  has  a history  of  having  the 
condi.  ti.ons  known  as  Acquired  Immune  Deficiency  Syndrome 
(AIDS),  Acquired  Immune  Deficiency  Syndrome  Related  Complex 
(ARC),  Human  Lmmunode ficiency  Virus  Infection  (HIV  infection) 
or  any  medical  signs  or  symptoms  related  thereto. 

The  Civil  Service  Commission  finds  that  AIDS,  ARC  and  HIV 
infection  are  national  and  local  health  concerns  not  confined  to 
any  single  community,  the  effects  of  which  cut  across  all 
communities,  impacting  all  areas  of  life,  including  that  of  the 
employment  setting.  To  provide  assistance  to  City  departments  in 
managing  this  concern  in  the  employment  setting,  the  Commission 
establishes  the  following: 

1.  The  current  and  best  medical  evidence  is  that  AIDS,  ARC 
and  HIV  infection  do  not  pose  a threat  of  contagion  or 
transmission  from  worker  to  co-workers  through  everyday 
contact  common  in  the  work  environment; 

2.  AIDS,  ARC  and  HIV  Infection  are  life  threatening 
illnesses,  which  may  be  regarded  as  handicaps  under 
prevailing  local,  state  and  federal  law.  Infection  with 
HIV  is  protected  under  state  and  local  law.  Each 
individual  responds  differently  to  the  illness  in  terms 
of  ability  to  work.  lOn  the  this  basis,  as  with  all 
other  handicaps,  departments  are  required  to  make 
reasonable  accommodations  to  facilitate  the  ability  of 
employees  with  AIDS,  ARC  or  HIV  infection  to  continue 
working  as  long  as  they  desire  and  are  able  to  perform 
the  essential  functions  of  the  job  with  accommodation; 

3-  Like  all  other  medical  information  and  records,  the 

conditions  of  AIDS,  ARC  or  HIV  infection  in  any  employee 
or  applicant  are  subject  to  privacy  protection  and  all 
employees  have  a right  to  the  confidentiality  of  medical 
information.  Departmental  personnel  having  access  to  an 
individual's  medical  records  or  those  having  knowledge 
of  a medical  condition  have  a duty  to  preserve  the 
privacy  and  conf ident iali. ty  of  the  information.  To  that 
end,  it  is  imperative  that  such  information  not  be 


.sharerl  without  the  express  and  prior  written  permission 
of  the  i.  nd  i vidual  Having  the  condition; 

i|  . In  the  employees  with  AIDS,  ARC  or  HIV  infection  do  not 
pose  a threat  of  contagion  to  co-workers  through 
everyday  work  plane  contact,  the  refusal  by  co-worker(s) 
to  work  with  an  individual  having  or  perceived  to  have 
AJDS,  ARC  or  HIV  infection  can  be  considered 
insubordinat ion , subject  to  due  process  disciplinary 
action  in  consideration  of  the  specific  facts  and 
ci rcums tances  of  the  refusal.  Similarly,  members  of  the 
public  with  AIDS,  ARC  or  HIV  infection  pose  no  threat  of 
contagion  to  City  employees  providing  common  public 
services  and  the  refusal  of  any  City  employee  to  provide 
common  public  service  on  this  basis  can  be  grounds  for 
disciplinary  action: 

5.  Departments  must  threat  AIDS,  ARC  and  HIV  infection  as 
they  would  any  other  life  threatening  illness  and  must 
therefore  apply  and  comply  with  all  Civil  Service 
Commission  rules  which  govern  employee  health,  including 
but  not  limited  to  leaves  of  absence,  disability 
transfers  and  medical  examinations.  Under  no 
circumstances  shall  an  employee  or  applicant  be  required 
as  a condition  of  pre-employment  or  employment  to 
undergo  any  tests  to  detect  the  presence  of  the  HIV 
antibody,  antigen  or  virus; 

6.  Employees  who  are  affected  by  any  life  threatening 
illness  should  be  treated  with  compassion  and 
uriders tanding . Department  personnel  should  provide 
support  and  encouragement  and  foster,  by  example,  an 
attitude  of  sensitivity  to  the  needs  of  chronically  ill 
colleagues,  recognizing  that  continued  employment  and 
interaction  in  the  work  environment  can  be  physically, 
mentally  and  emotionally  beneficial.  Similarly,  such 
compassion  should  be  shown  to  employees  who  have  a 
family  member  member  or  significant  other  who  has  AIDS, 
ARC  or  HIV  infection; 

7.  Given  the  fears  that  AIDS,  ARC  and  HIV  infection  often 
inspire,  the  most  effective  way  to  avoid  disruption  and 
discrimination  in  the  work  place  is  to  prepare  and 
educate  all  employees.  In  fostering  a rational, 
compassionate  and  non-discriminatory  understanding  of 
AIDS,  ARC  and  HIV  infection  in  the  work  place, 
departments  should  implement  educational  programs. 

These  programs  should  be  based  on  the  best  available 
medical  knowledge,  resources  for  employee  support  and 
City  and  County  policies  and  rules  which  apply  to  the 
issues  of  AIDS,  ARC  and  HIV  infection  in  the  work  place. 


The  Civil  Service  Commission  promulgates  this  policy  in  order  to 
provide  advice  and  guidance  to  City  departments  in  managing  issues 
related  to  AIDS,  ARC  and  HIV  infection  in  the  work  place,  thereby 


preventing  d iscr i in  j nation  in  employment  on  this  basis.  While 
departments  may  develop  their  own  policies  in  response  to  the 
specific  needs  of  their  employment  setting,  the  Civil  Service 
Commission  advises  that  this  policy  and  any  specific  department 
policies  must  comply  with  prevailing  local,  state  and  federal  law 
which  recognizes  AIDS,  ARC  and  HIV  infection  as  protected 
handicaps . 

Under  provisions  of  Civil  Service  Commission  Rule  1.03-F, 
applicants  or  employees  of  the  City  and  County  of  San  Francisco 
may  file  complaints  alleging  discrimination  on  the  basis  of  AIDS, 
ARC  and  HIV  infection.  Information  on  how  to  file  such  complaints 
is  available  from  the  Civil  Service  Commission  Equal  Employment 
Opportunity  Unit,  131  City  Hall,  55;l-4736. 

The  Civil  Service  Commission  designates  the  Civil  Service 
Commission  Equal  Employment  Opportunity  Unit  as  the  Commission's 
resource  to  which  departments  should  direct  any  questions  or 
requests  for  assistance  on  matters  addressed  in  this  policy. 


SYNOPSIS  OF  PROGRESSIVE  DISCIPLINE 
POLICY  AND  PROCEDURES 


Employees  have  the  right  to  know  what  is  expected  of  them  and  that 
failure  to  meet  these  expectations  will  be  dealt  with  uniformly 
and  fairly. 

Management  has  the  right  to  expect  that  the  employee  will  perform 
and  discharge  his/her  assigned  duties  and  responsibilities. 
Management  may  further  impose  appropriate  disciplinary  action 
against  employees  who  fail  to  observe  that  level  of  efficiency 
and/or  fail  to  conduct  themselves  in  a manner  defined  in  the 
rules,  regulations  an  policies  of  the  department. 

The  steps  of  Progressive  Discipline  as  followed  by  this  office  are 
as  follows: 

A.  Discussion  of  the  expectations  of  job  performance 

B.  Oral  Warning/Informal  Conference 

C.  Written  Warning 

D.  Suspension 

E.  Termination/Dismissal 

Authority  to  discipline  is  granted  to  the  appointing  officer  by 
the  following: 

A.  Charter  of  the  City  and  County  of  San  Francisco: 

Sections  3-501,  8.331,  8.340,  8.341  and  8.342 

B.  Civil  Service  Rules  6 

The  Progressive  Discipline  Chart/Outline  follows  and  complete 
details  are  located  in  the  Recorder's  & Accountant's  Policy  & 
Procedures  Manual  under  Progressive  Discipline. 


PROGRESSIVE  DISCIPLINE  CHART 


A.  Expectations  of  the  job  performance  are  shared  with  the 

employee  at  the  initial  orientation  and  a written  job 
description  and  appropriate  office  policy  and  procedures  are 
given  to  the  employee. 

B.  Oral  Warn! ng/Informal  Conference 
1 . No  Form  is  required 

2.  Handwritten  notes/no  till  ng  to  the  employee's  file. 

C . Written  Warming 

1.  Employee  Conference  Notification  (Form  A) 

2.  Employee  Conference  (Form  B) 

3.  Copies  of  previous  written  instructions  on  same  subject 
matter/notes  on-  inforinal/conferences , and/or  statements. 

D.  Suspension 

1.  Employee  Conference  Notification  (Form  A) 

2.  Employee  Conference  (Form  C) 

3-  Copies  of  previous  written  instructions  and  warning, 
accident  reports,  witness  statements,  police  reports, 
time  sheets  etc. 


E.  Termination/Dismissal 

1.  Employee  Conference  Notification  (Form  A) 

2.  Employee  Conference  (Form  C) 

3.  Copies  of  previous  conferences  held  on  same  subject 
matter,  accident  reports,  witness  statements,  police 
reports,  time  sheets,  etc. 

These  standards  for  disciplinary  action  constitute  a guideline  for 
imposing  uniform  discipline  for  similar  types  of  offenses.  The 
facts  and  circumstances  of  each  case  must  be  considered  in 
determining  whether  discipline  shall  be  imposed  and  whether  the 
discipline  imposed  is  appropriate  to  the  circumstances.  In  making 
a decision  to  recommend  appropriate  disciplinary  action  the 
employee's  entire  personnel  record  will  be  considered.  Failure  to 
institute  progressive  discipline  will  not  constitute  a violation 
of  this  policy  where  the  offense  and/or  circumstances  warrant. 


2nd 


3rd 


Types  of 
AWOL 


Excessive 

Absenteeism 


1 s t 

loss  of  pay  suspension  term/dismis 

written  warning 

written  warning  a.  suspension  term/dism 

b.  request  medical 

c.  compulsory  sick  rule 


Fighting  depending  on  circumstances 


a.  suspension  or 

b.  term/dism 


Sleeping  written  warning  suspension 

on  the  job 


Inattention  written  warning  suspension 

to  duty 


Refusal  of  depending  on  Term/dism 

assignment  circumstances 

or  insubordination 

a.  Suspension 

b.  term/dism 


term/dism 


term/dism 


Abandonment  termination  (automatic  resignation  after  5 days) 


Theft  of 
property 


Depending  on  the  termination/dismissal 
circumstances 

a.  written  warning 

b.  suspension 

c.  termination/dismissal 


Any  misues  of 
public  prop 
resulting  in 
damage- 

destruction  or 

Depending  upon  the 
circumstances 

a.  suspension  or 

b.  term/dism 
loss 

term/dism 

Mistreatment 

Depending  upon  the 

circumstances 

of  persons 

a.  written  warning 
a.  suspension 

a.  suspension 

b.  term/dism 

Any  reasonable 
cause  not 
listed  herein 

a.  written  warning 

b.  suspension  or 

c.  term/dism 

or 

a . term/dism 


NOTE:  An  employee  may  be  considered  to  have  excessive 

absenteeism  when  there  is  more  than  one  day  off  work  per  month 
over  a period  of  time  or  when  the  employee's  patter  of  absenteeism 
significantly  interferes  with  the  employee's  ability  to  perform 
his/her  duties  and  responsibilities  and  as  such  impacts  the 


productivity  of  the  office.  Absences  in  conjunction  with  days 
off,  pay  days  and  any  medical  documentation  submitted  by  the 
employee  will  be  considered  and  evaluated  on  an  individual 
basis. NOTE:  Depending  upon  the  circumstances  surrounding  a 

particular  situation  an  employee's  initial  violation  may  warrant 
suspeonsion  or  termination/dismissal . 


TO:  All  Staff 

FROM:  Bruce  Jamison 

DATE:  May  17,  1989 

RE:  Emergency  Data  for  Your  Personnel  File 


We  need  to  update  the  emergency  contact  information  contained  in 
your  personnel  files.  Please  take  a few  minutes  and  fill  out  the 
form  below.  When  you  have  finished  please  return  it  to  me  for 
filing . 


NAME:  HM  PHONE:  ( ) 

ADDR : 


I am  allergic  to: 


Emergency  Contact: 
Relationship:  


AFFIRMATIVE  ACTION  POLICY  FOR  EQUAL  OPPORTUNITY 


It  is  the  policy  of  the  Recorder's  Office  that  the  doors  of 
opportunity  be  maintained  wide  open  to  all  persons,  regardless  of 
race,  religion,  sex,  natural  origin,  ethnicity,  age,  physical 
handicap,  political  affiliation,  sexual,  orientation,  color, 
marital  status,  medical  condition  (cancer-related)  or  the 
conditions  Acquired  Immune  Deficiency  Syndrome  (AIDS)  and  AIDS 
Related  Conditions  (ARC). 

Vigorous  enforcement  of  the  laws  against  discrimination  shall  be 
carried  out  at  every  level  toward  the  end  that  all  persons  shall 
have  equal  access  to  positions  in  this  department,  limited  only  by 
their  ability  to  do  the  job. 


DISCRIMINATION  COMPLAINTS 


Any  person  may  file  a complaint  alleging  discrimination  as  a 
result  of  any  employment  selection  procedure  violating  the 
Affirmative  Action  Policy  for  Equal  Opportunities  by  forwarding 
the  complaint  in  writing  to  the  EEO  Unit.  The  complainant  shall 
specify  those  facts  and  reasons  which  support  the  charges. 

Letters  of  complaint  must  be  filed  within  30  calendar  days  of  the 
occurrence  of  the  discriminatory  act.  A copy  of  all  complaints 
shall  immediately  be  forwarded  to  the  Human  Rights  Commission  and 
to  each  member  of  the  Civil  Service  Commission.  The  complainant 
shall  receive  a written  report  of  the  findings  of  the 
investigation  of  the  commission  staff.  The  Civil  Service 
Commission  shall  expedite  hearings  on  appeals  filed  in  accordance 
with  the  Civil  Service  Commission  Rules. 

This  procedure  is  not  intended  to  preclude  a hearing  before  the 
Human  Rights  Commission  or  any  other  Board  or  Commission  having 
jurisdiction  in  the  City  and  County  of  San  Francisco  , nor  to 
preclude  an  individual's  right  to  file  the  same  or  similar 
complaints  with  appropriate  state  or  federal  regulatory  agencies, 
or  to  litigate  for  relief. 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 


CIVIL  SERVICE  COMMISSION 


HOW  TO  FILE  A DISCRIMINATION  COMPLAINT 


Equal  Employment  Opportunity  Unit  - Role  and  Purpose 

The  Equal  Employment  Opportunity  (EEO)  Unit  of  the  Civil  Service 
Commission  investigates  complaints  of  discrimination  filed  by  City 
and  County  employees  or  applicants  for  employment.  The  authority  to 
investigate  such  complaints  stems  from  Section  3.661(c)  of  the  San 
Francisco  Charter  and  Section  1.03F  of  the  Civil  Service  Rules. 

The  investigative  role  of  the  EEO  Unit  is  that  of  an  objective 
third  party,  representing  neither  the  complainant  (employee),  nor 
the  respondent  (department). 

Complaint  Process 

Basis: 

Discrimination  complaints  submitted  for  investigation  must  be 
based  on  one  or  more  of  the  following:  RACE,  RELIGION,  SEX, 
NATIONAL  ORIGIN,  ETHNICITY,  AGE,  PHYSICAL  HANDICAP,  POLITICAL 
AFFILIATION,  SEXUAL  ORIENTATION,  ANCESTRY,  MARITAL  STATUS, 

COLOR,  MEDICAL  CONDITION  (cancer-related) , or  ACQUIRED  IMMUNE 
DEFICIENCY  (AIDS)  or  AIDS  RELATED  CONDITION  (ARC). 

Actions  complained  of  may  include  the  following:  DENIAL  OF 
EMPLOYMENT,  TRAINING,  PROMOTION,  REASONABLE  ACCOMMODATION  (for 
PHYSICAL  HANDICAP,  RELIGION,  AIDS,  or  ARC);  TERMINATION, 

LAY-OFF,  CONSTRUCTIVE  DISCHARGE,  DEMOTION,  DISCIPLINARY  ACTION, 
HARASSMENT,  WORK  ASSIGNMENT(S)  and  SEXUAL  HARASSMENT. 

Other  issues,  such  as  a disagreement  regarding  Department  rules 
or  regulations  affecting  working  conditions,  may  be  subject  to 
review  through  the  Employee  Grievance  procedure. 

Filing: 

A letter  specifying  in  detail  the  basis  of  discrimination  and 
the  discriminatory  action  taken  must  be  sent  to: 

Mr.  Albert  C.  Walker 
General  Manager,  Personnel 
City  Hall,  Room  153 
San  Francisco,  CA  94102 

Ideally,  the  letter  of  complaint  should  include  the  following 
information: 

1.  Name,  address  and  daytime  phone  number. 

2.  The  basis  for  complaint:  i.e.  race,  religion,  etc. 

The  discriminatory  action:  i.e.,  denial  of  employment, 
training,  promotion  or  reasonable  accommodation; 
termination;  etc. 


3. 
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SAN  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-25.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES;  ESTABLISHING  A COMPLAINT 
PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL 
HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS;  REQUIRING  THE 
IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION;  REQUIRING  DISTRIBUTION 
OF  THE  POLICY;  INTERPRETATION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City  official  or 
employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees  includes, 
but  is  not  limited  to: 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement,  gestures,  or  any 
physical  interference  with  normal  work  or  movement; 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems,  graffiti, 
cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the  foregoing  behavior 
unreasonably  interferes  with  work  performance,  creates  an  intimidating,  hostile  or 
offensive  working  environment,  influences  or  affects  the  career,  salary,  working 
conditions,  job,  or  other  aspects  of  career  development  of  an  employee  or 
prospective  employee,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory  employees  know, 
or  reasonably  should  know,  that  an  employee  in  the  line  of  supervision  of  the 
officials  or  supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who  complained  of 
sexual  harassment,  or  who  testified  on  behalf  of  one  who  made  a complaint,  or  who 
assisted  or  participated  in  any  manner  on  behalf  of  a complainant  in  an 
investigation,  proceeding  or  hearing  conducted  under  this  section 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall  inform  the 
department  head  of  such  complaint  within  three  (3)  working  days.  Upon  receipt  of  such  information 
the  department  head  shall  inform,  in  writing,  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  (5)  working  days.  Within  five  (5)  working  days  after  receiving  notice  of  a 
complaint,  the  Civil  Service  Comnission  shall  report  that  complaint  to  the  Commission  on  the 
Status  of  Women.  The  Civil  Service  Coitmission' s reports  to  the  Comnission  on  the  Status  of  Women 
shall  not  contain  information  identifying  the  parties  involved  in  the  events  giving  rise  to  the 
complaint,  but  shall  include  all  other  relevant  details.  The  Civil  Service  Comnission  shall 
report  the  outcome  of  each  complaint  to  the  Comnission  on  the  Status  of  Women  promptly  after  the 
complaint  is  resolved.  The  Civil  Service  Comnission  shall  annually  report  to  the  Board  of 
Supervisors,  the  Mayor,  the  Human  Rights  Comnission  and  the  Comnission  on  the  Status  of  Women  the 
number  of  claims  filed,  the  number  of  claims  pending,  the  departments  in  which  claims  have  been 
filed  and  such  other  information  the  Commission  determines  necessary  regarding  problems  in 
enforcement  under  this  section. 


(e)  The  discrimination  complaint  procedure  established  by  the  Civil  Service  Commission 
pursuant  to  Section  3.661(c)  of  the  Charter  shall  be  used  to  review  and  resolve  allegations  of 
sexual  harassment.  The  determination  reached  under  the  Civil  Service  Commission  procedures  shall 
be  final  and  shall  forthwith  be  enforced  by  every  employee  and  appointing  officer. 

(f)  During  any  hearing  on  a complaint  of  sexual  harassment,  evidence  of  the  sexual  conduct 
of  the  complainant  offered  to  attack  the  credibility  of  the  complainant  shall  be  permitted  only  as 
provided  in  the  Civil  Service  Commission  Hearing  Procedures  and  with  the  express  approval  of  the 
Civil  Service  Hearing  Panel. 

(g)  Upon  a finding  that  a City  official  or  employee  has  engaged  in  prohibited  sexual 
harassment  as  defined  herein  against  a City  employee  or  applicant  for  employment,  the  City 
official  or  employee  shall  receive  disciplinary  action  up  to  and  including  demotion  or  dismissal 
in  accordance  with  the  applicable  provisions  in  the  Charter.  A statement  of  those  findings,  of 
the  disciplinary  action  taken,  and  of  any  final  determination  of  subsequent  acts  of  sexual 
harassment  shall  be  made  a part  of  the  employee's  personnel  file  and  shall  be  included  in  the 
employee's  performance  evaluation. 

(h)  Whenever  a final  determination  is  made  that  an  action  taken  against  a City  employee, 
such  as  but  not  limited  to.  a reassignment,  transfer,  termination,  disciplinary  action  or 
demotion,  constitutes  sexual  harassment,  the  responsible  appointing  officer  in  the  subject 
department  shall  set  aside  that  action  and  provide  a make-whole  remedy  to  the  complainant 
including  but  not  limited  to  reinstatement  of  all  benefits,  seniority  and  back  pay.  After  a final 
determination  is  made  that  sexual  harassment  did  occur,  the  appointing  officer  in  the  subject 
department  shall  provide  written  notification  of  compliance  with  the  requirements  of  this  section 
to  the  General  Manager,  Personnel. 

(i)  Prevention  is  the  best  tool  for  the  elimination  of  sexual  harassment.  All  City  and 
County  commissions,  departments,  boards  and  agencies  shall  provide  to  each  of  their  supervisory 
employees  a copy  of  this  ordinance  with  a written  explanation  of  the  Civil  Service  procedure  for 
filing  a complaint  for  violation  thereof.  Each  appointing  officer  shall  require  his  or  her 
supervisory  personnel  to  instruct  all  employees  under  their  supervision  of  the  contents  of  this 
ordinance  and  of  the  Civil  Service  procedures  for  filing  a complaint  for  violation  thereof,  and 
shall  adopt  a specific  departmental  policy  delineating  that  sexual  harassment  will  not  be 
tolerated  and  shall  provide  to  or  acquire  for  its  supervisory  personnel  a training  program 
designed  to  educate  and  thereby  prevent  sexual  harassment. 

(j)  This  policy  shall  be  construed  in  a manner  consistent  with  the  right  of  free  speech, 
association  and  privacy. 

(k)  The  offices  of  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women 
shall  be  available  to  provide  assistance  upon  request  to  any  employee,  applicant  for  employment, 
or  City  department  whenever  appropriate. 

(l)  Nothing  in  this  Section  is  intended  to  limit  the  power  of  a department  head  to 
discipline  a department  employee  found  guilty  or  responsible  for  sexual  harassment  or  retaliation. 


(Amended  by  Ord.  213-86,  App.  6/13/86;  Ord.  271-89,  App.  7/28/89). 
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Recorder 


City  and  County  of  San  Francisco 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 
RECORDER 'S  OFFICE 

POLICY  ON  LANGUAGE  DIVERSITY 


The  Recorder's  Office  of  San  Francisco  has  accepted  the  Civil 
Service  Commission's  policy  on  Language  Diversity. 

The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural 
and  racial  composition  of  the  City's  citizens  and  of  its  workforce 
has  changed.  Therefore,  it  is  desirable  to  promulgate  a policy 
which  fosters  acceptance  and  prevents  intergroup  tensions  as 
related  to  the  use  of  languages  other  than  English  in  the 
provision  of  public  services  and  the  employment  of  individuals 
whoe  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal 
employment  opportunity  policy  that  ensures  the  employment  of  an 
ethnically  and  culturally  diverse  workforce  wherein  individuals 
shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages 
other  than  English  enhances  the  services  provided  to  the  City's 
culturally  diverse  public  by  providing  efficient  and  accessible 
public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  & County  of  San  Francisco  are  advised 
that  an  employee's  use  of  a language  other  than  English  is  not 
only  an  asset  in  the  provision  of  public  services  but,  with  few 
exceptions,  is  legally  protected  right. 

Supervisors  and  line  employees  have  a shared  responsibility  for 
maintaining  a work  environment  that  is  comfortable  and  productive 
for  everyone.  Where  co-workers  or  clients  express  concerns  about 
employees  speaking  in  a language  other  than • English , supervisors 
should  work  toward  informally  resolving  these  interpersonal 
difficulties  in  a constructive  and  sensitive  manner. 


(415)  554-4176 


Room  167,  City  Hall 


San  Francisco  94102 


SAN  FRANCISCO  RECORDERS  OFFICE 


EMPLOYEE  ASSISTANCE  PROGRAM 
December  19,  1 989 


RE:  Ordinance  No.  348-89 

The  San  Francisco  Recorder's  Office  has  adopted  the  ordinance  as 
follows  with  reference  to  the  Employee  Assistance  Program. 

A.  Program  Schedule.  Employees  of  the  City  and  County  of  San 
Francisco  shall  be  issued  notices  of  scheduled  workshops, 
meetings,  and  confidential  counseling  services  offered  by  the 
Employee  Assistance  Program.  Such  notices  shall  be  issued  or 
posted  by  department  heads  of  the  City  & County  to  employees  under 
his/her  jurisdiction  every  three  months,  or  at  such  time  when  the 
Employee  Assistance  Program  releases  a schedule  of  program 
activities . 

B.  New  Employees.  Department  heads  of  the  City  and  County  of  San 
Francisco  shall  ensure  that  all  new  employees  of  his  or  her 
respective  department  are  provided  material  informing  him/her  of 
services  offered  by  the  Employee  Assistance  Program  within  30  days 
of  the  effective  date  of  his/her  appointment  in  any  position  as  an 
employee  of  the  City  & County. 

C.  Departmental  Contribution.  Whenever  an  employee  utilizes 
services  of  the  Employee  Assistance  Program,  either  by  referral  or 
voluntarily,  the  cost  for  services  rendered  to  such  employee  shall 
be  charged  to  the  employee's  department. 
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Adopted  by  the  San  Francisco  Recreation  and  Park  Commission  September  17,  1992 
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INTRODUCTION 


The  Recreation  and  Park  Department  receives  direction  from  a seven  member 
Commission  appointed  by  The  Mayor.  The  Commission  appoints  a General  Manager 
who  is  responsible  for  directing  the  operation  and  maintenance  of  more  than 
two  hundred  and  twenty-five  facilities,  through  a staff  of  over  one  thousand. 
The  Department  is  devlded  into  four  divisions:  Park,  Recreation,  Zoo  and 
Admin i stration/Fi  nance . 

The  Park  Division  is  headed  by  the  Superintendent  of  Parks  who  is 
responsible  for  the  physical  improvement  and  maintenance  of:  Golden  Gate 

Park;  217  neighborhood  parks,  squares  and  other  recreational  facilities;  five 
golf  courses;  the  San  Francisco  Marina;  Candlestick  Park;  Camp  Mather  and  an 
urban  forestry  program.  The  Superintendent  of  Parks  is  assisted  by  an 
Assistant  Superintendent  for  Neighborhood  Parks,  an  Assistant  Superintendent 
for  Urban  Forestry,  Golf,  Candlestick  Park,  Golden  Gate  Park  and  Turf 
Management,  and  an  Assistant  Superintendent  for  Structural  Maintenance. 
Employees  in  the  Park  Division  include  Gardeners,  Custodians,  Tree  Toppers, 
craft  and  maintenance  worker's,  marina  managers  and  the  associated  supervisory 
personnel . 

The  Recreation  Division,  administered  by  the  Superintendent  of  Recreation, 
has  overall  responsibility  for  recreation  programs  for  all  segments  of  the 
population  in  the  City,  from  tiny  tots  to  senior  citizens.  The  Superintendent 
of  Recreation  is  assisted  by  three  Assistant  Superintendents.  The  Assistant 
Superintendent  for  Community  Services  Is  responsible  for  recreation  programs 
conducted  In  the  Department's  64  community  centers  and  playgrounds  as  well  as 
the  36  school  sites  designated  for  after  school  programs.  The  Assistant 
Superintendent  for  Cultural  Programs  has  responsibility  for  activities  in  arts 
and  crafts,  music,  photography  programs  designed  for  special  needs  groups 
(physically  and  mentally  challenged)  and  day  camps.  In  addition,  the 
activities  of  the  Josephine  Randall  Museum  and  the  Senior  Center  are  under  the 
cultural  subdivision.  Swimming  pools  and  organized  athletic  activities  are 
the  responsibilities  of  the  Assistant  Superintendent  of  Athletics/Aquatics 
programs.  Employees  in  the  Recreation  Division  Include  Recreation  Directors, 
Assistant  Recreation  Directors,  Pool  Lifeguards,  Locker  Room  Attendants  as 
well  as  Swimming,  Crafts,  Dance,  Drama  and  Photography  Instructors,  along  with 
the  related  supervisory  staff. 

The  Zoo  Director  has  administrative  authority  over  the  zoological 
gardens.  The  San  Francisco  Zoo  houses  over  200  species  of  exotic  animals 
including  mammals,  birds  and  insects.  About  40  species  are  listed  as 
endangered  or  threatened  by  the  U.S.  Department  of  the  Interior.  The  Zoo  sits 
on  a wooded. site  nestled  against  the  Pacific  coastline.  Major  exhibits 
include  Gorilla  World,  Primate  Center  and  African  Wild  Dog  Exhibit.  The  Zoo's 
employees  Include  Animal  Keepers,  Vendors,  Zoo  Curators,  Veterinarians  and 
Veterinary  Laboratory  Technicians,  Gardeners,  Custodians  and  a small  crew  of 
maintenance  employees. 
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Under  general  administration,  the  General  Manager  Is  assisted  by  an 
Assistant  General  Manager  who  oversees  operations  In  personnel,  payroll, 
purchasing,  planning,  capital  projects  and  finance.  Including  budgeting, 
accounting,  property  management,  revenue  generation  and  management. 

The  Department's  budget  Includes  913  permanent  full-time  positions, 

12  permanent  part-time  positions  and  funds  sufficient  to  hire  additional 
as-needed  and  seasonal  employees,  most  of  whom  are  needed  for  expanded 
programs  In  the  summer.  The  total  number  of  1,481  employees  for  the  purpose 
of  the  EEO  analysis  conducted  by  the  Civil  Service  Commission,  represents  the 
number  of  all  employees  on  board  as  of  June  30,  1991,  Including  hundreds  of 
summer  hires  which  make  this  the  highest  count  of  the  year. 
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AFFIRMATIVE  ACTION  POLICY 


The  San  Francisco  Recreation  and  Park  Department  recognizes  the  value  of 
employing  a work  force  which  Is  representative  of  the  many  diverse  segments  In 
our  community.  It  is,  therefore,  the  policy  of  this  Department  that 
employment  opportunities  be  afforded  to  all  persons  regardless  of  race, 
religion,  sex,  national  origin,  ethnicity,  age,  disability,  political 
affiliation,  sexual  orientation,  color,  marital  status,  medical  condition 
(cancer  related)  or  conditions  diagnosed  as  Acquired  Immune  Deficiency 
Syndrome  (AIDS)  and  AIDS  Related  Conditions  (ARC). 

Further,  no  person  employed  by  the  Department  shall  be  removed,  reduced  or 
in  any  way  favored  or  di scriminated ’against  because  he  or  she  is  a member  of 
the  groups  enumerated  above.  Affirmative  action  gains  will  be  sought  at  every 
level  of  employment  where  there  is  underrepresentation  of  protected  groups. 
Each  employee  is  responsible  for  maintaining  a workplace  free  of 
di scrimi nation . 

The  Department  will  make  reasonable  accomodations  to  the  known  physical  or 
mental  limitations  of  an  otherwise  qualified  individual  with  a disability 
unless  to  do  so  whould  impose  an  undue  hardship. 

The  full  cooperation  of  all  employees  shall  be  required  in  providing 
information  and  assistance  to  the  Civil  Service  Commission's  Equal  Opportunity 
Unit  or  other  authorized  agencies  investigating  discrimination  complaints 
filed  against  the  Department.  However,  every  effort  shall  be  expended  by 
Departmental  representatives  to  resolve  such  complaints  in  an  effort  to  right 
injustices  and  avoid  lengthy  and  costly  investigations. 

The  Senior  Department  Personnel  Officer  is  designated  to  be  the 
Affirmative  Action  Coordinator  for  the  Recreation  and  Parrk  Department.  The 
Department  commits  its  full  cooperation  with  the  San  Francisco  Civil  Service 
Commission  in  providing  data  on  an  annual  basis  for  the  purpose  of  monitoring 
affirmative  action  gains. 

A copy  of  this  policy  shall  be  available  to  every  employee  of  the 
Recreation  and  Park  Department. 


General  Manager 
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DESIGNATION  OF  RESPONS I B I L I TY 


The  General  Manager,  who  has  the  final  authority  for  the  administration  of 
all  Recreation  and  Park.  Department  programs  and  is  the  appointing  officer  of 
the  Department,  shall  have  the  responsibility  of  reinforcing  commitment  to  the 
goals  and  objectives  of  the  affirmative  action  plan. 

Under  direction  of  the  General  Manager,  the  Senior  Department  Personnel 
Officer,  as  the  manager  of  the  unit  responsible  for  personnel  functions,  shall 
be  designated  the  Department's  Affirmative  Action  Coordinator. 

The  Senior  Personnel  Analyst  shall  be  designated  the  Affirmative  Action 
Officer  and  shall  be  responsible  for  the  implementation  of  the  Plan,  and  shall 
act  as  management's  representative  in  matters  related  to  affirmative  action. 
The  Affirmative  Action  Officer  shall  assist  Division  Managers  and  Program 
Managers  by  providing  consultation  for  meeting  affirmative  action  goals.  The 
Officer  shall  be  responsible  for  reporting  affirmative  action  progress  to  the 
Coordinator  and  the  General  Manager  and  for  annual  updates  of  the  Plan. 

Managers  will  be  responsible  for  taking  affirmation  action  in  recruitment, 
selection,  work  assignments  and  other  employment  decisions. 

All  employees  of  the  Recreation  and  Park  Department  are  responsible  for 
ensuring  a discrimination  free  work  environment. 
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AFFIRMATIVE  ACTION  PROGRAMS 


Recruitment 


The  utilization  analysis  Isolates  recruitment  as  the  most  effective  means 
of  developing  applicant  pools  that  are  representative  of  the  different 
elements  of  the  labor  force.  While  the  Department  has  recruited  widely  to 
fill  non-clvil  service  positions,  additional  targeted  recruitment  efforts  must 
be  made  both  for  provisional  hires  and  in  relation  to  the  civil  service 
examination  process.  Eligible  lists  reflecting  the  makeup  of  the  different 
ethnic/racial  groups  and  women  are  largely  dependent  on  outreach  to  these 
communities.  The  Civil  Service  Commission's  Equal  Employment  Opportunity  Unit 
often  sends  job  announcements  to  a wide  range  of  community  based  agencies 
serving  minorities  and  women. 

The  Department  will  continue  to  work  with  the  Civil  Service  Commission's 
EEO  Unit  in  recruitment  of  qualified  members  of  underutilized  groups  for 
non-clvil  service  appointments.  The  Department  has  the  primary  responsibility 
for  Affirmative  Action  recruitment,  the  EEO  Unit  will  provide  technical 
assistance  upon  request.  Requests  by  the  Department  for  oral  authorization  to 
hire  non-clvil  service  employees  will  be  accompanied  by  a description  of 
recruitment  efforts.  - - " 

Appointments  from  Eligible  Lists 

When  the  Civil  Service  Commission  certifies  ellglbles  from  a list,  the 
Department  will  make  every  effort  to  hire  in  accordance  with  the  goals  set  in 
this  plan  if  the  certification  provides  this  opportunity.  If  a member  of  an 
underrepresented  group  for  that  classification  is  certified  and  not  chosen, 
the  person  making  the  selection  will  provide  an  explanation  for  his/her 
selection  decision.  This  provision  does  not  preclude  the  right  of  the 
designated  appointing  authority  to  select  the  most  qualified  applicant. 

Promotions 

Promotive  appointments  to  positions  for  which  there  are  no  eligible  lists 
shall  be  treated  in  the  same  manner  as  any  other  non-clvil  service 
appointment.  All  qualified  employees  will  be  given  equal  opportunity  for 
promotions.  Affirmative  action  goals  will  be  considered  when  making  hiring 
decisions.  When  practicable,  employees  will  be  given  opportunities  for 
temporary  assignments  to  assist  them  in  preparing  for  promotion. 

Interviewing  and  Selection 

Applicant  rating  sheets  will  be  developed  to  assist  in  standardizing  the 
interviewing  process.  Applicants  will  be  rated  solely  on  their  job-related 
qual if 1 cations . 

Pi scrimi nation  Complaints 

Efforts  shall  be  expended  to  resolve  discrimination  complaints  on  a 
departmental  level.  The  Affirmative  Action  Officer  will  continue  to  work  with 
the  Civil  Service  Commission's  EEO  Unit  to  resolve  any  discrimination 
complaint  filed  with  the  Commission  against  the  Department.  The  Department 
commits  full  cooperation  to  any  investigation  conducted  by  the  Civil  Service 
Commission  or  authorized  state  and  federal  agencies. 
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Audit  and  Reporting 


A system  of  record  keeping  for  all  personnel  transactions  with  respect  to 
race  and  sex  Is  maintained  by  the  Department.  All  records  for  the  purpose  of 
monitoring  the  progress  of  thl s .affirmative  action  plan  will  be  submitted  to 
the  Human  Rights  Commission,  the  Civil  Service  Commission,  the  Mayor's  Office, 
the  Board  of  Supervisors  and  other  regulatory  agencies  as  requested. 

01  ssemination 


Copies  of  the  plan  will  be  posted  and  made  available  for  inspection  by  all 
employees.  Copies  will  be  placed  on  file  with  the  Civil  Service  Commission 
and  the  Human  Rights  Commission. 

In  addition,  managers  will  receive  excerpts  of  the  narrative  which  address 
goals  in  classifications  over  which  they  have  responsibility. 

Equal  Employment  Opportunity  Training 

Training  in  Equal  Employment  Opportunity  and  Affirmative  Action  will  be 
made  available  for  department  supervisors  and  managers.  This  training  is 
offered  on  a periodic  basis  by  the  Civil  Service  Commission.  Segments  are 
also  included  in  many  training  classes  because  it  is  such  an  integral  part  of 
the  human  resources  of  the  City. 

Performance  Evaluation 

The  performance  appraisal  system  for  supervisors  has  been  revised  and  is  in 
the  process  of  implementation.  A component  of  the  evaluation,  on  which  all 
supervisors  will  be  rated,  is  their  efforts  and  accomplishments  jn  the  area  of 
Equal  Employment  Opportunities  and  Affirmative  Action.  During  the  coming  year 
all  supervisors  should  be  evaluated  on  this  component  of  their 
responsi bi 1 i ti es . 

Nomen  in  Non-tradi tional  Jobs 


The  Department  must  make  special  efforts  in  the  hiring  of  women  In. 
non-tradi tional  jobs.  The  Civil  Service  Commission  has  resources  to  assist  us 
in  recruitment  of  applicants  for  provisional  appointments  in  this  area. 
Department  managers  who  participate  in  Civil  Service  job  analyses  need  to  take 
special  care  that  the  minimum  qualifications  are  truly  job-related  and  are 
appropriate  for  the  class. 
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DISCUSSION  OF  UTILIZATION 


Format 

In  the  following  pages  Is  a numerical  analysis  of  the  Department  as  a whole 
and  of  each  of  the  designated  occupational  categories.  Immediately  below  the 
categories  that  contain  many  employments  are  analyses  of  specific 
classifications  within. the  category.  Finally,  there  is  a narrative  summary  of 
the  composition  and  utilization.  The  at  any  percentage  in  the  utilization 
indicates  that  the  racial  or  ethnic  group  is  underutilized  and  the  percentage 
of  the  group  would  indicate  that  a goal  should  be  considered.  While  some 
groups  may  be  underutilized  they  are  not  marked  because  the  percentage  of  the 
group  is  less  than  one . 

Available  Labor  Force 

The  utilization  analysis  is  based  on  the  total  number  of  1,486  staff 
employed  by  the  Department  as  of  June  30,  1991,  and  1,459  staff  employed  on 
May  15,  1992,  categorized  in  nine  occupational  groups.  Standards  of 
utilization  are  based  on  1980- census  data  on  San  Francisco  labor  force 
availability.  According  to  the  data,  the  labor  force,  availability  for  each 
major  raci al /ethni c groups  and  both  sexes  are: 


White 

57 . 57. 

B 1 ack 

9.97. 

Hispanic 

11.27. 

Asian 

15.31 

Filipino 

5.41 

American  Indian 

.41 

Male 

54.81 

Female 

45.21 

These  labor  force  statistics  do  not  take  into  account  the  labor  force 
availability  for  specific  occupations,  except  for  the  availability  of  females 
in  the  skilled  craft  category. 
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I.  Total  Department  Composition  and  Utilization 


By  Race/Ethnicity 
White 

Black 
Hi spani c 
Asian 
Filipino 
American  Indian 
By  Gender 
Male 
Female 

TOTAL  . . 


6/30/91 

Percent 

As  of 
Number 

5/15/92 

Percent 

(54.2) 

751 

(51.5) 

(20.1) 

321 

(22.0) 

( 8.7)* 

138 

( 9.5) 

(13.3)* 

192 

(13.2) 

( 3.2)* 

52 

( 3.6) 

( 0.5) 

5 

( 0.3) 

(68.4) 

981 

(67.2) 

(31.6)* 

478 

(32.8) 

1 ,459 

As  of  i 

Number 

806 

299 

129 

197 

48 

7 

1 ,017 

469 

1 ,486 


'Underrepresented  compared  to  the  available  laborforce. 


II.  Composition  and  Utilization  by  Occupational  Category 
Category:  A.  Officials  and  Administrators 


As  of  6/30/91 

By  Race/Ethnl cl ty  Number  Percent 


As  of  5/15/92 
Number  Percent 


White 

Black 

Hi spani c 

As  i an 

Filipino 

American  Indian 


8 (80.0) 

1 (10.0) 

0 ( 0 )* 

1 (10.0)* 

0 ( 0 )* 

0 ( 0 )* 


0 


0 

0 


9 


(81 .8) 
( 9.1) 
( 0 ) 
( 0 ) 
( 9.1) 
( 0 ) 


By  Gender 
Male 
Female 


8 (80.0) 

_2  (20.0)* 

10 


9 

2 

11 


(81.8) 

(18.2)* 


TOTAL  . . 


This  category  is  composed  of  one  position  classifications,  including  the 
General  Manager,  the  Assistant  General  Manager,  the  Superintendents  of 
Recreation  and  Parks,  the  Zoo  Director,  the  Assistant  Zoo  Directors,  and  the 
Directors  for  the  Arboretum,  Golf  Program  and  Personnel. 

In  September,  1991,  a new-  p6s"i  tion  was  added  to  the  category  with  the  hiring 
of  an  Assistant  Zoo  Director,  Operations  and  Maintenance.  From  June  30,  1991 
through  the  present  (June  15,  1992),  one  white  male  separated  and  one  Filipino 
male  and  one  White  male  were  hired.  The  utilization  goal  for  Filipinos  was 
thus  fully  met.  The  temporary  separation  of  an  Aslan  female,  replaced  by  a 
white  female,  Increased  the  underutilization  of  Aslans.  All  other  categories 
remained  the  same.  No  vacancies  are  expected  in  this  occupational  category, 
therefore  no  goals  are  being  set. 
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II.  Composition  and  Utilization  by  Occupational  Category 
Category:  B:  Professionals 


As  of 

6/30/91 

As  Of 

5/15/92 

Race/Ethn 1 cl ty 

Number 

Percent 

Number 

Percent 

White 

164 

(53.9) 

138 

(57.5) 

Black 

72 

(23.7) 

50 

(20.8) 

Hi spani c 

21 

( 6.9)* 

19 

( 7.9)* 

As  i an 

36 

(11.8)* 

26 

(10.8)* 

Filipino 

10 

( 3.3)* 

6 

( 2.5)* 

American  Indian 

1 

( 0.3) 

1 

( 0.4) 

Gender 

Male 

165 

(54.3) 

131 

(54.6) 

Female 

139 

(45.7) 

109 

(45.4) 

TOTAL  . . . 

. ' 304 

240 

III.  Composition  and  Utilization  by  Classification 
Classification:  3284  Recreation  Director 


As  of 

6/30/91 

As 

of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

Whi  te 

101 

(50.2) 

82 

(51.6) 

B1  ack 

56 

(27.9) 

41 

(25.8) 

Hi spani  c 

15 

( 7.5)* 

14 

( 8.8)* 

Asian^ 

24 

(11.9)* 

18 

(11.3)* 

Filipino 

5 

( 2.5)* 

4 

( 0 )* 

American  Indian 

0 

( 0 ) 

0 

( 0 ') 

By  Gender 

Male 

118 

(58.7) 

95 

(59.7) 

Female 

83 

(41 .3)* 

64 

(40.3)* 

TOTAL  . . . . 

201 

159 

Classification:  3287 

Assistant  Recreation  Supervisor 

As  of 

6/30/91 

As 

of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent' 

Number 

Percent 

White 

10 

(45.5) 

10 

(62.5) 

Black 

10 

(45.5) 

4 

(25.0) 

Hi spanic 

0 

( 0 )* 

0 

( 0 )* 

Asian 

2 

( 9.1)* 

2 

(12.5)* 

Filipino 

0 

• ( 0 )* 

0 

( 0 )* 

American  Indian 

0 

( 0 ) 

0 

(0  ) 

By-Gender 

Male 

9 

(41 .0) 

8 

(50.0) 

Female 

13 

(59.1) 

8 

(50.0) 

TOTAL  

. 22 

16 

* Underrepresented  compared  to  the  available  workforce. 
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Classes  In  this  category  Include  Accountants,  Administrative  Analysts,  Zoo 
Veterinarian,  Recreation  Instructors,  Recreation  Directors,  Recreation 
Supervisors,  and  Zoo  Curators. 

In  June,  1991,  for  the  Professional  occupational  category  as  a whole, 

H 1 span  1 c s , Aslans  and  Filipinos  were  underrepresented.  The  representation  by 
gender  was  balanced.  For  the  professional  category  as  a whole,  by  May  of  1992 
the  percentage  of  Asians  and  Filipinos  decreased  and  the  percentage  of 
Hispanics  Increased,  although  all  three  groups  continued  to  be 
underrepresented . 

The  largest  classes  in  the  professional  occupational  category  are 
3284  Recreation  Director,  with'  97  permanent  full-time  positions  and 
6 permanent  part-time  positions,  and  3287  Assistant  Recreation  Supervisor  with 
15  permanent  full-time  positions.  On  June  30,  1991  Hispanics,  Asians  and 
Filipinos  were  underrepresented  in  both  classes.  By  May  15,  1992  these  three 
categories  continued  to  be  underrepresented.  For  Class  3284,  slight  progress 
was  made  in  the  representation  of  Hispanics  (an  increase  of  1.3X),  while  there 
was  a.  slight  decline  in  the  representation  of  Asians  (a  decline  of  0.6X). 
Additional  temporary  full-time,  part-time  and  as-needed  3284  Recreation 
Directors  are  hired  during  the  summer  months,  often  as  many  as  40  or  50.  All, 
or  most,  hires  have  been  made^for  the  summer  of  1992  therefore  the  goals  are 
for  the  summer  of  1 993.  - 

The  goals  in  this  category  are  to  hire  four  more  Hispanics,  (bringing 
representation  to  9.6  percent),  five  more  Aslans,  (bringing  representation  to 
12.9  percent)  and  three  more  Filipinos,  (bringing  representation  to  3.8 
percent) . 

For  Class  3287  Assistant  Recreation  Supervisor,  the  first  level  supervisory 
class  in  the  Recreation  Director  series,  in  June,  1991  there  was  no  represen- 
tation of  Hispanics  or  Filipinos,  and  that  continued  to  May, 1992.  The 
percentage  of  Asians  increased  (the  total  number  of  Asians  remained  constant 
while  the  total  number  in  the  class  decreased).  The  goal  is  to  make  one 
unspecified  Affirmative  Action  hire  in  this  class. 
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II.  Composition  and  Utilization  by  Occupational  Category 


Cateqory:  C:  Technic 

: i an  s 

As  of 

6/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

6 

(75.0) 

6 

(75.0) 

Black 

2 

(25.0) 

2 

(25.0) 

HI  span! c 

0 

( 0 ) 

0 

( 0 ) 

As  i an 

0 

( 0 ) 

0 

( 0 ) 

Filipino 

0 

( 0 ) 

0 

( 0 ) 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

3 

(37.5) 

3 

(37.5) 

Female 

5 

(62.5) 

5 

(62.5) 

TOTAL  .... 

8 

8 

Classes  in  this  category  include!  Media  Production  Specialists  and  Veterinary 
Laboratory  Technologists.  For  fiscal  year  1992/93,  there  Is  one  less  position 
in  this  category,  with  the  loss  of  the  Claims  Investigator  position. 

In  the  Technician  category,  consisting  of  eight  positions,  there  were  no 
changes  from  June  1991  to  May  1992.  Hispanics,  Aslans  and  Filipinos  continue 
to  be  unrepresented.  Because  of  the  low  number  of  positions  and  the 
unlikelihood  of  turnover  in  the  category,  no  goals  are  being  set. 
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II.  Composition  and  Utilization  by  Occupational  Category 


Category:  D:  Protective  Services 


By  Race/Ethnicity 
White 
Black 
Hi spani c 
Asian 
Filipino 
American  Indian 


As  of  6/30/91 
Number  Percent 


As  of  5/15/92 
Number  Percent 
12  (70.6) 

2 (11.8) 

1 ( 5.9) 

1 ( 5.9) 

1 ( 5.9) 

0 ( 0 ) 


11  (64.7) 
2 (11.8) 
2 (11.8) 
1 ( 5.9) 
r ( 5.9) 
0 ( 0 ) 


By  Gender 
Male 
Female 


13  (76.5) 
_4  (23.5) 
17 


14  (82.4) 
_3  (17.6) 
17 


TOTAL  . . 


In  the  protective  services  category,  there  are  two  classifications,  Park 
Patrol  Officer  and'  Head  Park  Patrol  Officer.  In  June  1991,  Asians,  Filipinos 
and  fema.les  were  underrepresented  groups.  By  May  1992,  with  the  separation  of 
an  Hispanic  employee  and  the  addition  of  a white  employee,  HI spani cs  are  added 
to  the  underrepresented  groups. 

While  the  number  of  the  permanent  full-time  positions  In  the  category  is  small 
(15),  there  are  just  8 employees  who  are  permanent.  With  the  examination  to 
be  given  during  fiscal  year  1992/93,  there  is  a need  to  not  lose  any  ground  In 
the  representation  of  minority  groups  and  we  have  an  opportunity  to  Increase 
the  representation.  The  goal  Is  to  Increase  the  Aslan  and  Hispanic  employees 
in  this  category  by  at  least  one  each. 


II 


II.  Composition  and 

Utilization  by  Occupational 

Category 

Category:  E:  Paraprofessional s 

As  of 

6/30/91 

As 

of 

5/15/92 

By  Race/Ethni cl ty 

Number  Percent 

Number 

Percent 

Whl  te 

62 

(29.1) 

69 

(35.6) 

Black 

75 

(35.2) 

70 

(36.1) 

Hi spani c 

26 

(12.2) 

25 

(12.9) 

As  i an 

43 

(20.2) 

26 

(13.4) 

Filipino 

■ 4 

( 1.9)* 

3 

( 1.5)* 

American  Indian 

3 

( 1 .4) 

1 

( 0.5) 

By  Gender 

Male 

133 

(62.4) 

122 

(62.9) 

Female 

80 

(37.6)* 

72 

(37.1)* 

TOTAL  . . . 

213 

194 

III.  Composition  and 

Utilization  by  Classification 

Classification:  3280 

Asst. 

Recreation  Director 

As  of 

6/30/91 

As 

of 

5/15/92 

By  Race/ Ethn i c i ty 

Number 

Percent 

Number 

Percent 

Whi  te 

58 

(30.5) 

68 

(37.0) 

Black 

63 

(33.2) 

63 

(34.2) 

Hi spani c 

24 

(12.6) 

25 

(13.6) 

Asian 

38 

(20.0) 

24 

(13.0) , 

Filipino 

4 

( 2.1)* 

3 

(01.6)* 

American  Indian 

3 

(1.6) 

1 

(00.5) 

By  Gender 

Male 

123 

(64.7) 

117 

(63.(5) 

Female 

67 

(35.3)* 

67 

(36.4)* 

TOTAL  .... 

190 

184 

The  groups  underrepresented  In  the  Paraprofessional  category  are  Filipinos  and 
females  as  well  as  American  Indians.  From  June  1991  to  May  1992  there  was  a 
further  decrease  in  the  representation  of  these  three  groups.  The  two 
classifications  that  make  up  the  Paraprofessional  category  are  3280  Assistant 
Recreation  Director  and  9910  Public  Service  Trainee,  which  is  the  class  used 
for  the  "workreation"  program.-  Both  classes  are  used  extensively  during  the 
summer  months.  The  Assistant  Recreation  Director  is  an  entry  level  job,  the 
first  step  in  the  Recreation  series.  Since  we  hire  over  20  Assistant 
Recreation  Directors  during  the  summer,  the  department  has  opportunity  to 
improve  the  representation  in  the  Paraprofessional  group  and  we  also  have  a 
good  opportunity  to  increase  underrepresented  groups  in  the  entire  Recreation 
Department  over  the  long  run  by  starting  people  on  a career  ladder.  The 
workreatlon  program  will  be  hiring  approximately  150  employees  for  the  summer 
of  1992  and  this  program  can  be  used  +n  the  same  way,  although  the  career  line 
is  not  as  direct  and  the  time  line  is  considerably  longer  from  first  hire  to 
appointment  in  a professional  category  (Recreation  Director). 

The  goals  are  to  increase  the  Filipino  employees  in  this  category  by  six  and 
the  female  employees  by  twelve,  thus  bringer  us  closer  to  full  representa- 
tion. This  will  require  that  we  have  more  targeted  recruitment  for  the 
underrepresented  groups. 
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II.  Composition  and  Utilization  by  Occupational  Category 
Category:  F:  Office/Clerical 


As  of 

6/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

38 

(34.5) 

34 

(34.7) 

Black 

32 

(29.1) 

27 

(27.6) 

Hispanic 

9 

( 8.2)* 

9 

( 9.2)* 

As  1 an 

27 

(24.5) 

24 

(24.5) 

Filipino 

4 

( 3.6)* 

4 

( 4.1)* 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

33 

(30. OX) 

29 

(29.6) 

Female 

77 

(70.07.) 

69 

(70.4) 

TOTAL  . . . . 

110 

98 

III.  Composition  and 

Utilization  by  Classification 

Classification:  3204 

Swimming  Pool  Cashier-Clerk 

As  of 

6/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

5-  " 

"(13.9) 

5 

(16.1 ) 

Black 

25 

(69.4) 

21 

(67.7) 

Hi spanl c 

3 

( 8.3)* 

4 

(12.9) 

Aslan 

2 

( 5.6)* 

0 

( 0 )* 

Filipino 

1 

( 2.8)* 

1 

( 3.2)* 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

5 

(13.9) 

5 

(16.1) 

Female 

31 

(86.1 ) 

26 

(83.9) 

TOTAL  .... 

36 

Classification:  3302 

Vendor 

As  of  1 

5/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

11 

(31 .0) 

10 

(31.3) 

Black 

3 

( 8.3)* 

2 

( 6.3)* 

Hispanic 

4 

(11.1) 

2 

( 6.3)* 

Aslan 

17 

(47.2) 

17 

(53.1) 

Filipino 

1 

( 2.8)* 

1 

( 3.8)* 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

20 

(55.6) 

5 

(16.1) 

Female 

16 

(44.4) 

26 

(83.9) 

TOTAL  .... 

36 

31 

For  the  Off 1 ce/Cl erl cal  category,  Hlspanlcs  and  Filipinos  were  underrepresented 
In  the  work  force  In  June  1991  and  continue  to  be  In  Hay  1992,  although  to  a 
somewhat  lesser  extent.  The  largest  classes  In  this  category  are  3204  Swimming 
Pool  Cashier-Clerk  and  3302  Vendor.  However,  of  the  63  employments  in  these 
two  classes,  only  11  are  full-time,  permanently  budgeted  positions,  the  rest 
are  as  needed.  The  size  of  other  classes  In  the  category  ranges  from  one  to 
eight.  Targeted  recruitment  should  be  done  to  attract  applicants  from  the  two 
underrepresented  groups  to  Increase  Hispanic  employees  by  two  and  Filipino 
employees  by  one. 
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II.  Composition  and  Utilization  by  Occupational  Category 
Category:  G:  Skilled  Craft 


As  of  6/30/91 

By  Race / E thn 1 c i ty  Number  Percent 


As  of  5/15/92 
Number  Percent 


Nh  1 te 

Black 

Hi spani c 

Asian 

Filipino 

American  Indian 


60  (81.1) 

1 (1.4)* 

4 ( 5.4)* 

5 ( 6.8)* 

4 ( 5.4) 

0 ( 0 ) 


53  (77.9) 

1 ( 1.5)* 

5 ( 7.4)* 

5 ( 7.4)* 

4 ( 5.9) 

0 ( 0 ) 


By  Gender 
Male 
Female 


TOTAL  .'  . 


71  (95.9) 

3 ( 4.1)* 

74 


65  (95.6) 
_3  ( 4.4)* 
68 


The  category  of  skilled  crafts  has  the  widest  disparity  between  the 
availability  and  utilization  of  ethnic  and  gender  groups.  While  the  labor 
market  availability  for  ethnic  and  racial  groups  is  the  same  for  skilled 
crafts  as  it  is  for  other  occupational  categories,  the  availability  is  only 
6.9  percent  for  females.  All  protected  groups  are  underrepresented  except  for 
Filipinos.  The  largest  classes  in  this  category  are  7334  Stationary  Engineers 
with  12  employees  and  two  vacancies  and  7347  Plumber  and  7344  Carpenter,  each 
with  nine  permanent  and  two  temporary  positions.  From  June  30,  1991  to  May 
15,  1992  one  additional  Hispanic  was  employed,  thus  increasing  the  percentage 
of  this  (froup . The  decrease  in  the  total  number  of  employees  in  the  category, 
without  a corresponding  decrease  in  the  representation  of  Blacks!  Asians  and 
females,  resulted  in  a percentage  increase  for  these  groups. 

There  are  expected  to  be  six  or  seven  vacancies  in  the  skilled  craft 
category.  At  a minimum,  we^ should  strive  to  hire  one  Black  and  make  one  other 
affirmative  action  hire,  either  an  Hispanic,  Asian  or  female,  to  a second 
position.  The  goals  would  be  higher  except  for  the  presence  of  eligible  lists 
that  have  a very  high  percentage  of  white  males  on  them. 
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II.  Composition  and  Utilization  by  Occupational  Category 


Category:  H:  Service/Maintenance 


As  of 

6/30/91 

As  of 

5/15/92 

By  Race / Ethnicity 

Number 

• Percent 

Number 

Percent 

White 

455 

(61 .0) 

395 

(59.0) 

Black 

114 

(15.3) 

105 

(15.7) 

Hi spani  c 

67 

( 9.0)* 

61 

( 9.1)* 

As  1 an 

82 

(11 .0)* 

81 

(12.1)* 

FI  1 ipino 

25 

( 3.4)* 

26 

( 3.9)* 

American  Indian 

3 

( 0.4) 

2 

( 0.3) 

By  Gender 

Male 

589 

(79.0) 

524 

(78.2) 

Female 

157 

(21 .0)* 

146 

(21.8)* 

TOTAL  . . . . 

746 

670 

The  Service/Maintenance  Occupational  Category 

is  the  largest  category  in  the 

Recreation  and  Park  Department  and  offers  the 

greatest  opportunity  to  make 

department-wide  affirmative 

action  impact.  Classes  in  this  category  include 

Gardeners,  Custodians,  Locker-Room  Attendants , 

Li feguards , 

Swlmmi ng 

Instructors,  Camp  Assistant's,  Animal  Keepers, 

Truck  Drivers  and  General 

Laborers.  Hispanics, 

Asians 

, Filipinos  and  females  are  al' 

1 underrepresented 

groups.  From  June  1991  to  May  1992  all  four  groups  Increased  as  a percentage 

of  the  total,  caused  by  a si 

Ightly  disproportionate  number 

of  separations  of 

whites  and  males,  rather  than  by  an  Increase  in  the  hiring  of  employees  from 

these  groups. 

III.  Composition  and 

Utilization  by  Classification 

Classification:  3202 

Locker 

Room  Attendant 

As  of 

6/30/91 

As  of  5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

5 

( 8.3) 

7 

(10.3) 

Black 

32 

(53.3) 

33 

(48.5) 

Hispanic 

6 

(10.0)* 

6 

( 8.9)* 

Asian 

14 

(23.3) 

15 

(22.1 ) 

Filipino 

3 

( 5.0) 

7 

(10.3) 

American  Indian 

0 

( 0 ) 

0 

.<  0 ) 

By  Gender 

Male 

36 

(60.0) 

36 

(60.0) 

Female 

24 

(40.0)* 

24 

(40.0)* 

TOTAL  .... 

60 

60 

The  class  of  3202  Locker  Room  Attendant  has  no  permanently  budgeted 
positions.  All  employees  In  the  class  are  either  part-time  or  as-needed.  In 
June  1991,  Hispanlcs  and  females  were  the  primary  underrepresented  groups.  By 
May  15,  1992,  the  percentage  of  Hispanlcs  had  decreased  by  1.1  points  while 
the  percentage  of  females  had  Increased  by  4.1  points.  The  goal  is  to 
increase  the  number  of  Hispanlcs  by  one  and  the  number  of  females  by  3 to 
achieve  ful 1 uti 1 Izatlon. 
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III.  Composition  and 

Ut 1 1 1 zation  by 

Classification  (continued) 

Classification:  3208 

Pool 

Li fequard 

As  of 

6/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number  Percent 

Number 

Percent 

Whi  te 

31 

(45.6) 

29 

(44.6) 

Black 

11 

(16.2) 

10 

(15.4) 

Hi spani c 

9 

(13.2) 

10 

(15.4) 

Asian 

14 

(20.6) 

15 

(23.1) 

Fi 1 ipino 

3 

( 4.4)* 

1 

( 1.5)* 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

54 

(79.4) 

51 

(78.5) 

Female 

14 

(21 .0)* 

14 

(21.5)* 

TOTAL  .... 

68 

65 

The  class  consists  of  15  permanently  budgeted  positions  with  the  remainder 
part-time  and  as-needed  positions  funded  from  temporary  salaries.  In  June 

1991,  Filipinos  and  females  were  significantly  underrepresented.  By  May  15, 

1992, -  the  percentage  of  Filipinos  had  decreased  even  further  while  the 
percentage  of  females  had  Increased  slightly. 

Classification:  2708  Custodian 


As  of 

6/30/91 

As 

of  5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number  Percent 

Whi  ter' 

9 

(11.4) 

8 

(10.5) 

Black 

34 

(43.0) 

29 

(38.20 

Hispanic 

8 

(10.1)* 

8 

(10.5)* 

Asian 

20 

(25.3) 

23 

(30.3) 

Filipino 

8 

■ (10.1) 

8 

(10.5) 

American  Indian 

0 ■ 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

64 

(81 .0) 

60 

(78.9) 

Female 

15 

(19.0)* 

16 

(21.1)* 

TOTAL  . . . 

. 79 

76 

There  are  79  permanently  budgeted  positions  in  Class  2708  Custodian  for  fiscal 
year  1991/92.  The  primary  underrepresented  groups  were,  and  continue  to  be, 

H 1 span i c s and  females.  There  were  four  positions  In  the  class  deleted  for 
fiscal  year  1992/93,  however  there  are  currently  several  vacancies.  There  is 
an  existing  eligible  list  and  there  are  twenty  females  in  the  top  fifty 
available  eliglbles.  There  are  also  eight  H 1 s pan  1 c s in  the  top  fifty 
ellgibles.  Thus,  the  goal  is  to  increase  the  representation  In  each  of  these 
two  groups  by  one. 
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Classification:  3212  Swimming  Instructor 


As  of 

6/30/91 

As  of 

5/15/92 

Race/Ethnlcity 

Number 

Percent 

Number 

Percent 

White 

21 

(60.0) 

23 

(62.2) 

Black 

6 

(17.1) 

6 

(16.2) 

Hi spani c 

2 

( 5.7)* 

4 

(10.8)* 

As  i an 

4 

( 1 1 .4)* 

4 

(10.8)* 

Filipino 

0 

( 0 )* 

0 

( 0 )* 

American  Indian 

2 

( 5.7) 

0 

( 0 ) 

Gender 

Male 

26 

(74.3) 

26 

(70.3) 

Female 

9 

(25.7) 

1 1 

(29.7)* 

TOTAL  . . . 

35 

37 

All  positions  in  this  classification  are  funded  from  temporary  salaries  and 
are  part-time  or  as-needed.  In  June  1991,  Hispanics,  Aslans/  Filipinos  and 
females  were  underrepresented,  and  in  May  1992,  Asians,  Filipinos  and  females 
continued  to  be  significantly  underrepresented.  Hispanics  increased  their 
percentage  by  5.1  points,  so  they  are  no  longer  significantly  underrepresented. 


The  goal  is  to  make  at  least  jtwo  unspecified 
Classification:  3264  Camp  Assistant 

affirmative  action  hii 

As  of  i 

6/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

22 

(71 .0) 

25 

(78.1) 

Black 

■ 0 

( 0 )* 

3 

( 9.4)* 

Hi spani c 

5 

(16.1) 

2 

( 6.3)* 

Asian 

3 

( 9.7)* 

2 

( 6.3)* 

Filipino 

1 

( 3.2)* 

0 

( 0 )* 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

14 

(45.2) 

15 

(46.9) 

Female 

17 

(54.8) 

17 

(53.1 ) 

TOTAL  .... 

31 

32 

Class  3264  Camp  Assistants  are  employed  at  Camp  Mather  during  the  summer 
months.  During  the  summer  of  1991  Blacks,  Aslans  and  Filipinos  were 
underrepresented  groups.  The  Camp  Assistants  have  been  selected  for  the 
summer  of  1992  and  Blacks  are  no  longer  significantly  underrepresented. 
However,  Aslans  are  underrepresented  even  more  than  last  year,  and  Filipinos 
are  now  entirely  unrepresented. 


An  analysis  of  the  number  of  individuals  from  each  group  who  were  interviewed 
and  those  selected  shows  no  adverse  impact  from  the  interview  process.  The 
primary  problem  appears  to  be  a scarcity  of  minority  applicants,  probably 
indicating  a need  to  do  better  outreach  recruitment.  The  goal  Is  to  make  at 
least  one  Aslan  and  one  Filipino  hire. 
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Classification:  3320 

Animal 

Keeper 

As  of 

6/30/91 

As  Of 

5/15/92 

By  Race / E thn 1 c 1 ty 

Number 

Percent 

Number 

Percent 

White 

35 

(92.1) 

35 

(97.2) 

Black 

0 

( 0 )* 

0 

( 0 )* 

Hi spanl c 

3 

( 7.9)* 

1 

( 2.8)* 

As  i an 

0 

(•0  )* 

0 

( 0 )* 

Filipino 

0 

( 0 )* 

0 

( 0 )* 

American  Indian 

0 

( 0 )* 

0 

(0  )* 

By  Gender 

Male 

23 

(61 .0) 

21 

(58.3) 

Female 

15 

(39.5)* 

15 

(41.7)* 

TOTAL  .... 

38 

36 

Of  the  36  positions  of  3320  Animal  Keeper,  only  one  Is  currently  filled  by  a 
member  of  a minority  group.  This  Is  a decrease  from  three  positions  filled  by 
minorities  on  June  30,  1991.  The  hiring  of  two  more  females  would  bring  the 
representation  of  females  up  to  full  utilization.  However,  no  goals  are  set 
for  this  classification  since  no  turnover  Is  expected. 


Classification:  3417  Gardener 


As  of 

6/30/91 

As  of 

5/15/92 

By  Race/Ethni cl ty 

Number 

Percent 

Number 

Percent 

White 

219 

(78.0) 

203 

(77.8) 

Black"' 

16 

( 5.7)* 

14 

( 5.4)* 

Hi  spanic 

21 

( 7.5)* 

20 

( 7.70* 

As  i an 

17 

( 6.0)* 

15 

( 5.7)* 

Filipino 

7 

( 2.5)* 

7 

( 2.7)* 

American  Indian 

1 

( 0.4) 

2 

( 0.8) 

By  Gender 

Male 

229 

(81.5) 

210 

(80.5) 

Female 

52 

(18.5)* 

51 

(19.5)* 

TOTAL  . . . 

. 281 

261 

Class  3417  Gardener  Is  the  class  with  the  largest  number  of  permanently 
budgeted  positions  In  the  entire  department.  All  minority  groups  are 
underrepresented  except  for  American  Indians.  Slight  percentage  Increases 
have  been  achieved  between  June  1991  and  May  15,  1992  for  H 1 span  1 c s and 
Filipinos  and  females  due  to  the  disproportionate  separation  of  males  and 
whites.  During  the  same  time  the  percentage  of  Blacks  and  Aslans  decreased 
slightly.  There  currently  Is  an  eligible  list  available  which  has  just  two 
Blacks,  one  Aslan  and  two  females,  therefore  no  specific  goals  are  being  set. 
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III.  Composition  and  Utilization  by  Classification  (continued) 


Classification:  7355  Truck  Driver 


As  of  i 

5/30/91 

As 

of  5/15/92 

By  Race/Ethnici ty 

Number 

Percent 

Number  Percent 

White 

24 

(100  ) 

21 

(100  ) 

Black 

0 

( 0 )* 

0 

( 0 )* 

Hi  span! c 

0 

( 0 )* 

0 

( 0 )* 

As  i an 

0 

( 0 )* 

0 

( 0 )* 

Filipino 

0 

( 0 )* 

0 

( 0 )* 

American  Indian 

0 

( 0 )*  • 

0 

( 0 )* 

By  Gender 

Male 

22 

(91 .7) 

19 

(90.5) 

Female 

2 

( 8.3)* 

2 

( 9.5)* 

TOTAL  . . . 

24 

21 

On  June  30,  1991  there  were  lust  two  females  and  no  ethnic  or  racial 

mi nori ties  In  Class 

7355  Truck  Driver. 

There  have 

1 been 

no  hires  in  this  cl 

through  May  15,  1992 

and  thus 

; no  change 

in  the  utilization.  There  are  two 

vacancies  created  by 

the  Early  Retirement  Program  that 

will  be  aval  1 abl e 

July  1,  1992.  However,  there 

1 is  an  ell 

gible  list 

wi  th 

16  eligibles,  no 

females  and  just  three  minor! 

ties.  Consequently, 

it  is 

uni lkely  that  any 

Affirmative  Action  progress  can  be  made 

in  this  class  during  fiscal  year 

1992/93. 

Classification:  7514  General 

Laborer 

As  of  6/30/91 

As 

of  5/15/9.2 

By  Race/Ethnicity 

Number 

Percent 

Number  Percent 

White 

6 

(30.0) 

6 

(28.6) 

Black 

2 , 

(10.0) 

2 

( 9.5)* 

Hispanic 

6 

(30.0) 

6 

(28.6) 

Asian 

6 

(30.0) 

7 

(33.3) 

Filipino 

0 

( 0 )* 

0 

( 0 )* 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male  • 

19 

(95.0). 

20 

(95.2) 

Female 

1 

( 5'.  0 ) * 

1 

( 4.8)* 

TOTAL  . . . . 

20  • 

21 

For  the  7514  General 

Laborer 

classification  Filipinos  and  females  are 

significantly  underrepresented.  There  was  no  progress  made  In  the  utilization 
of  these  two  groups  between  June  30,  1991  and  May  15,  1992,  although  the  hire 
of  one  Asian  did  serve  to  Increase  the  utilization  of  an  underutilized  group 
in  the  Service/Maintenance  category. 


There  are  currently  two  vacancies  created  through  the  early 
program,  which  will  be  available  for  filling  July  1,  1992. 
twelve  eligibles  available  on  the  Civil  Service  list,  there 
(a  Filipina),  and  one  Filipino  male.  The  Department  should 
hiring  one  of  these  individuals. 


retl rement 
In  the  first 
is  only  one  female 
seriously  consider 
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III.  Composition  and  Utilization  by  Occupational  Category 
Category:  Elected/Exempt 


As  of 

6/30/91 

As  of 

5/15/92 

By  Race/Ethnicity 

Number 

Percent 

Number 

Percent 

White 

5 

(71.4) 

5 

(71.4) 

Black 

0 

( 0 ) 

0 

( 0 ) 

Hispanic 

1 

(14.3) 

1 

(14.3) 

Asian 

1 

(14.3) 

1 

(14.3) 

Filipino 

0 

( 0 ) 

0 

( 0 ) 

American  Indian 

0 

( 0 ) 

0 

( 0 ) 

By  Gender 

Male 

5 

(71.4) 

5 

(71.4) 

Female 

2 

(28.6) 

2 

(28.6) 

TOTAL  . . .. 

7 

7 

The  exempt  category  consists  of  the  seven  Recreation  and  Park  Commissioners 
who  are  appointed  by  the  Mayor.  Blacks,  Filipinos  and  American  Indians  are 
unrepresented  and  females  are  underrepresented. 
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SUMMARY 

AFFIRMATIVE  ACTION  GOALS 
1992-1993 


Off i c i al s/Admi n i strators  - none 

Professional s 

Hispanics  - 4 
Asians  - 5 
Filipino  - 3 

3287  Assistant  Recreation  Supervisor 
Unspeci f i ed.  AA  hire  - 1 (Hispanics,  Asians,  Filipinos) 


Technicians  - none 


Protective  Services 
Asian  - 1 
Hispanic  - 1 

Paraprofessional s 
Filipino  - 6 

Female  - 12 


Office/Clerical 
Hispanics  - 2 
Filipino  - 1 


' Ski  1 led  Craft 

Black  - 1 

Unspecified  - 1 (Hispanic,  Asian  or  female) 


Service/Maintenance 

3202  Locker  Room  Attendant 
Hispanics  - 1 
Females  - 3 


2708  Custodian 
Hispanics  - 1 
Females  - 1 

3212  Swimming  Instructor 

Unspecified  - 2 (Hispanics,  Aslans  or  Filipinos) 

3264  Camp  Assistant 
Aslan  - 1 
Filipino  - 1 

7514  General  Laborer 
Filipino  - 1 
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OFFICE  OF  THE  REGISTRAR  OF  VOTERS 

CITY  AND  COUNTY  OF  SAN  FRANCISCO 
City  Hall,  400  Van  Ness  Avenue  Rm-158,  San  Francisco,  CA  94102-4691  (415)  554  - 4375 
Germaine  Q Wong,  Registrar  of  Voters 

October  1,  1992 

TO:  Office  of  the  Registrar  of  Voters  Employees 

FROM:  Germaine  Q Wong,  Registrar  of  Voters 

SUBJ:  Equal  Employment  Opportunity  and  Affirmative  Action  Policy 

It  is  the  policy  of  the  Office  of  the  Registrar  of  Voters  to  comply  with  Federal,  State 
and  local  laws  and  guidelines  for  fairness  in  employment  practices.  This  office  is 
committed  to  uphold  these  laws  and  guidelines  and  to  continue  to  ensure  that  no 
person  shall  be  discriminated  against  in  recruitment,  selection,  appointment,  training, 
promotion,  retention,  discipline,  or  any  other  aspect  of  employment  because  of  race, 
religion,  sex,  national  origin,  ethnicity,  age,  physical  handicap,  political  affiliation, 
sexual  orientation,  color,  marital  status,  or  medical  condition  (cancer-related),  AIDS, 
or  AIDS  related  conditions.  This  policy  includes  our  commitment  to  provide  and 
maintain  a work  environment  free  of  discrimination  for  all  employees. 

The  Office  of  the  Registrar  of  Voters  with  the  department's  Affirmative  Action  Plan 
will  continue  to  address  issues  related  to  the  representation  of  all  minorities  and 
women  in  the  department's  workforce.  Affirmative  and  continuing  actions  will  be 
taken  to  maintain  a departmental  workforce  with  minorities  and  women  represented  in 
proportion  to  the  ratio  of  these  protected  groups  in  the  San  Francisco  labor  force. 
There  will  be  no  non-job  related  barriers  to  employment  and  promotion  of  minorities, 
women,  or  disabled  persons  with  City  and  County  government. 

As  this  department's  appointing  officer,  I am  directing  that  all  employees  of  this  agency 
will  be  responsible  to  carry  out  the  intention  of  this  plan.  I personally  adopt  this  policy 
and  commit  myself  to  the  objectives  of  this  plan. 

I designate  the  Administrative  Manager,  Greg  Ridenour,  to  be  the  department's 
affirmative  action  coordinator. 


Germaine  Q Wong 
Registrar  of  Voters 


OFFICE  OF  THE  REGISTRAR  OF  VOTERS 
DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 

I.  INTRODUCTION 

This  affirmative  action  plan  is  intended  to  guide  the  managers  and  other  employees  of  the  San 
Francisco  Office  of  the  Registrar  of  Voters  in  the  ongoing  implementation  of  the  department's  and 
the  City's  affirmative  action  program.  The  Registrar  of  Voters  is  designated  by  the  California 
Elections  Code  and  the  City  Charter  to  maintain  the  roll  of  voters  and  to  conduct  elections  in  the 
City  and  County  of  San  Francisco.  The  Registrar  of  Voters  is  the  department  executive  and  reports 
to  the  Chief  Administrative  Officer. 

There  are  five  division  managers  in  the  department:  (1)  the  Administrative  Manager  is  responsible  for 
personnel,  budget  including  accounting  and  payroll,  purchasing,  and  the  production  of  all  election 
related  ballots,  booklets  and  other  materials,  and  media  relations;  (2)  the  Candidate  and  Campaign 
Services  Manager  is  responsible  for  information  to  the  public  regarding  voting,  elections, 
requirements  for  ballot  measures  and  candidates,  and  all  campaign  report  filings;  (3)  the  Computer 
Services  Manager  is  responsible  for  managing  the  computer  network,  the  vote  count  at  each  election, 
and  providing  computer  tapes,  mailing  labels  and  computer  reports  to  those  requesting  such  as 
allowed  by  law;  (4)  the  Operations  Manager  is  responsible  for  maintaining  the  voter  rolls,  a 
computerized  database,  for  signature  verification  on  nomination  papers  and  initiative  petitions,  for 
absentee  voting  and  for  voter  outreach;  (5)  the  Precinct  Services  Manager  is  responsible  for  locating 
and  contracting  polling  places,  recruiting,  hiring,  assigning  and  training  poll  workers,  and  procuring 
and  delivering  precinct  supplies  to  and  from  polling  places. 

II.  RESPONSIBILITIES 

The  Registrar  of  Voters  will  have  overall  administrative  responsibility  for  the  department's 
affirmative  action  program.  The  Registrar  will: 

• designate  an  Affirmative  Action  Coordinator  to  oversee  and  implement  the  program; 

• issue  an  Equal  Employment  Opportunity  and  Affirmative  Action  Policy  and  other  policies  as 
necessary  for  the  department; 

• establish  and  communicate  the  department's  affirmative  action  goals  to  all  unit  managers; 

• provide  administrative  resources  to  support  the  implementation  of  the  program; 

• evaluate  the  performance  of  the  department  managers  in  the  achievement  of  goals;  and 

• report  periodically  to  the  Chief  Administrative  Officer  on  the  achievement  of  goals. 

The  Affirmative  Action  Coordinator  will  be  responsible  to  plan,  coordinate,  and  evaluate  a 
comprehensive  affirmative  action  program  for  the  department.  The  Affirmative  Action  Coordinator 
will: 

• recommend  actions  for  the  department  to  undertake  in  achieving  its  affirmative  action 
objectives; 

• maintain  and  review  information  on  the  department's  work  force  including  hires,  promotions, 
separations,  and  other  personnel  actions; 

• report  to  the  Registrar  of  Voters  periodically  on  the  progress  or  problems  in  implementation 
of  the  affirmative  action  program; 


• recommend  annual  affirmative  action  goals  for  the  department; 

• coordinate  training  and  technical  assistance  to  departmental  managers  and  staff  on  EEO  and 
affirmative  action  issues  and  their  roles  in  the  implementation  of  the  program;  and 

• investigate  complaints  of  employment  discrimination. 

Each  division  manager  will  be  responsible  for  implementation  of  the  affirmative  action  program. 
Managers  will: 

• make  good  faith  efforts  to  achieve  affirmative  action  goals; 

• train  and  evaluating  staff  on  EEO  and  affirmative  action  goals;  and 

• ensure  that  the  workplace  is  free  from  harassment  for  its  employees. 

All  employees  of  the  department  are  responsible  for  treating  one  another  in  a professional  manner 
and  complying  with  policies  that  prohibit  unlawful  discrimination,  racial  slurs,  and  sexual  harassment. 

III.  WORK  FORCE  COMPOSITION  AND  UTILIZATION  ANALYSIS 

As  of  July  1,  1992,  the  total  work  force  of  the  Office  of  the  Registrar  of  Voters  is  12  permanent 
positions,  one  of  which  is  vacant  because  of  the  City's  continuing  fiscal  crisis.  In  addition,  the 
department  uses  a large  number  of  temporary-as-needed  employees  to  perform  the  tasks  for  each 
election.  The  temporary-as-needed  employees  may  work  one  day  or  as  long  as  several  months. 
Therefore,  the  ethnic  and  gender  composition  of  the  department  changes  constantly. 

The  small  number  of  permanent  positions  in  the  department  means  that  the  change  of  one  person  has 
a significant  effect  on  the  ethnic  and  gender  composition  of  the  department.  The  percentages  are  not 
statistically  significant.  Still,  it  is  noteworthy  that  among  the  11  permanent  staff  64%  are  ethnic 
minorities,  73%  are  female  and  there  is  only  one  white  male.  Of  the  6 managers,  67%  are  ethnic 
minorities,  and  67%  are  female. 

As  of  September  30,  1992,  there  were  44  temporary  employees,  in  clerical  classes.  Two  were 
supervisors:  one  a black  female  and  the  other  a white  female.  The  others  were  clerks  of  which  52% 
were  female,  82%  were  ethnic  minorities. 

IV.  AFFIRMATIVE  ACTION  GOALS  AND  ANNUAL  TARGETS 

The  goal  of  the  Office  of  Registrar  of  Voters  is  to  employ  a work  force  which  reflects  the  diverse 
composition  of  the  San  Francisco  labor  market.  There  is  no  plan  to  hire  for  permanent  positions  this 
fiscal  year.  The  Registrar  of  Voters  in  filling  vacant  permanent  positions  (including  NCS  and  LT) 
reviews  the  work  force  composition  at  the  time  the  hiring  process  begins.  However,  gender  and 
ethnicity  are  not  factors  in  selecting  candidates  for  appointment  to  vacant  positions.  Instead,  the 
Registrar  makes  every  effort  to  increase  the  size  and  diversity  of  the  recruitment  pool  of  candidates 
The  Office  of  the  Registrar  is  well  represented  by  minorities  and  women,  including  supervisory  and 
management  positions.  If  there  are  future  vacancies  in  a manager's  position,  the  department  would 
work  to  expand  the  pool  of  qualified  black  and  Hispanic  candidates. 

V.  AFFIRMATIVE  ACTION  STEPS 

• the  department's  EEO  and  Affirmative  Action  Policy  and  other  relevant  policies  will  be 
reissued  periodically  and  posted  on  employee  bulletin  boards; 

• the  Registrar  of  Voters  will  periodically  remind  managers  and  supervisors  of  the  department's 
affirmative  action  goals  and  will  evaluate  their  performance  achieving  goals; 


• managers  and  supervisors  will  be  encouraged  to  participate  in  management  training  programs 
in  the  areas  of  equal  employment  opportunity,  work  force  diversity,  preventing  harassment, 
and  other  areas  of  personnel  management; 

• managers  and  supervisors  will  assess  development  needs  of  staff,  encourage  their  participation 
in  professional  development,  and  make  resources  available  for  their  training  in  order  to 
improve  their  promotion  opportunities; 

• managers  will  rotate  assignments  periodically  in  order  to  improve  their  promotion 
opportunities; 

• Civil  Service  examination  announcements  and  departmental  notices  of  openings  will  be  posted 
on  employee  bulletin  boards; 

• managers  will  recruit  for  temporary  positions  from  Private  Industry  Council,  Employment 
Development  Division,  and  from  referrals  from  current  employees  and  other  sources,  and 
when  recruiting,  managers  will  remind  recruiting  sources  of  the  need  to  have  a diverse  pool 
from  which  to  recruit;  and 

• the  department  will  advertise  job  openings  in  various  media  that  have  a known  minority 
audience. 

VI.  DISSEMINATION 

Notice  of  the  Registrar  of  Voters  Affirmative  Action  Plan  will  be  given  to  all  employees  of  the 
department.  Each  unit  manager  will  retain  a copy  for  review  by  unit  employees.  Additionally,  copies 
will  be  available  from  the  department's  Affirmative  Action  Coordinator  in  Room  158,  in  City  Hall. 

Copies  of  the  plan  will  be  forwarded  to  the  Board  of  Supervisors,  Mayor's  Office,  Human  Rights 
Commission,  and  Civil  Service.  The  plan  will  be  available  to  community  organizations  and  the  public 
on  request. 

VII.  APPENDICES 

Classifications  in  the  department  by  occupational  categories; 

Departmental  work  force  composition  by  occupational  categories; 

San  Francisco  Administrative  Code  Section  16:  Departmental  Affirmative  Action  Plans; 

Policy  Prohibiting  Use  of  Slurs  by  City  Officials  and  Employees; 

Policy  Prohibiting  Sexual  Harassment  of  City  Employees; 

Policy  on  Language  Diversity; 

How  to  File  a Discrimination  Complaint; 

Policy  Prohibiting  Discrimination  in  Employment  on  the  Basis  of  AIDS,  ARC,  HIV  Infection,  or  any 
related  medical  signs  or  symptoms; 

Memo  to  Employees  from  Germaine  Q Wong,  Registrar  of  Voters 


Classifications  by  Occupational  Categories 

The  staff  of  the  Office  of  the  Registrar  of  Voters  are  employed  in  the  following  classifications, 
categorized  by  these  federal  designated  occupations,  and  number  of  positions  filled  on  9/30/92  in 
parenthesis: 

Officials  and  Administrators 

1128  Registrar  of  Voters  (1) 

1 125  Division  Manager,  Registrar  of  Voters  (4) 

Professionals 

1819  Management  Information  Systems  Specialist  III  (1) 

1655  Systems  Accountant  (1) 

Office  and  Clerical  Workers 

1452  Executive  Secretary  II  (1) 

1426  Senior  Clerk  Typist  (1) 

1403  Elections  Clerk  (1.5) 

In  addition,  the  Registrar  uses  the  following  classifications  for  temporary-as-needed  employees: 

1403  Elections  Clerk 

1404  Clerk 

1471  Elections  Worker 
7355  Truck  Driver 


REGISTRAR  OF  VOTERS  - WORKFORCE  COMPOSITION  - 9/30/92 


DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 


NAME  OF  DEPARTMENT: 

Rent  Board 

CHIEF  EXECUTIVE  OF  DEPARTMENT: 

Joseph  Grubb 

AFFIRMATIVE  ACTION  OFFICER: 

Joseph  Grubb 
April  1,  1992 

DATE  ADOPTED  OR  SUBMITTED: 

INTRODUCTION 


Give  a short,  narrative  description  of  the  department,  its  authority, 
functions,  and  structure.  Include  other  important  facts  related  to 
employment  such  as  consent  decrees  or  court  orders,  exempt  appointments, 
remote  work  locations,  seasonal  employment,  etc. 


The  Rent  Board  derives  its  authority  from  the  Administrative  Code, 
Chapter  37.  The  department  administers  the  rent  Ordinance,  which 
provides  for  certain  limitations  on'  rent  increases,  decides  issues  in 
dispute  regarding  rent  decreases  and  certifies  certain  costs  and 
the  amount  that  may  be  passed  through  to  tenants.  This  is  done  in 
part  through  hearings  in  a quasi-judicial  setting. 

There  are  20  full  time  positions  in  the  department  including  four  Civil 
Service  exempt  attorney  positions. 

All  work  takes  place  within  the  department  office  at  25  Van  Ness, 

Suite  320,  San  Francisco. 


EQUAL  EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY  STATEMENT 


Statement  by  the  department  head,  department's  commission  or  board 
president,  or  other  chief  executive  communicating  the  department's  and  the 
chief  executive's  personal  commitment  to  equal  employment  opportunity  and 
affirmative  action.  Statement  must  enumerate  all  protected  groups  covered 
by  equal  employment  opportunity,  all  employment  practices  under  the 
authority  of  the  department,  and  applicable  laws,  policies,  and 
regulations.  Statement  is  signed  by  executive. 


As  appointing  officer  for  the  department  and  as  spokesman  for  the 
Commission,  I will  attest  to  our  commitment  to  the  goals  and  purposes 
of  equal  employment  opportunity  and  affirmative  action  at  the  Rent 
Board.  The  department  is  fully  committed  to  these  principles  for  all, 
regardless  of  race,  ethnicity,'  national  origin,  gender,  sexual  orientation, 
marital  status,  disability,  medical  condition  (cancer-related),  AIDS/ARC/ 
HIV  infection,  age,  religion,  or  political  affiliation.  This  policy  of 
non-discrimination  shall  cover  all  employment  decisions  of  the  department, 
including  recruitment,  selection,  hiring,  promotion,  assignment,  benefits, 
compensation,  training,  transfer,  layoff,  discipline  and  termination. 

The  Rent  Board  shall  continue  in  its  current  efforts  of  meeting  affirmative 
action  goals  and  will  make  every  endeavor  to  improve  those  goals.  The 
goals  of  the  departments  are  to  provide  more  promotional  opportunities 
where  none  have  existed  in  the  past. 

It  also  the  policy  of  the  Rent  Board  to  comply  with  federal,  state,  and 
local  laws,  guidelines  and  requirements  which  govern  equal  employment 
opportunity  and  affirmative  action. 

All  employees  will  be  made  knowledgeable  of  this  EEO/AA  policy.  It  shall 
be  the  shared  responsibility  of  all  employees  to  comply  with  the  policy 
and  promote  a positive  non-discriminatory  work  environment. 


/, 


Signature  of  Department  Executive 


Date. 


Designation  Of  Responsibilities 


The  Executive  Director  of  the  Rent  Board  will  have  overall 
responsibility  for  administration  of  the  affirmative  action  program, 
as  well  as  responsibility  for  specific  affirmative  action 
activities.  The  Executive  Director  will: 

o develop,  communicate  and  enforce  an  equal  employment 
opportunity  and  affirmative  action  policy  and  other 
related  policies,  as  needed; 

o develop,  disseminate  and  oversee  implementation  of  the 
department's  affirmative  action  plan; 

o maintain  and  review  information  on  the  department's 
workforce  composition; 

o evaluate  supervisors  on  their  performance  with  respect  to 
equal  employment  and  affirmative  action  responsibilities; 

o periodically  report  to  the  Civil  Service  Commission  and 
Human  Rights  Commission  as  required;  and 

o investigate  complaints  of  discrimination. 

Each  supervisor  will  make  a good  faith  effort  to  promote  equal 
employment  opportunity  with  all  employment  related  decisions. 

It  shall  be  the  responsibility  of  all  employees  to  maintain  a 
non-di scrimi natory  work  environment  in  their  day-to-day  interactions 
with  one  another. 


0531 J (4/92) 


I.  Total  Department/Di vi sion  Composition  and  Utilization 


Use  a separate  form  for  department  and  each  division. 


If  bv  Division,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avail abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

16 

55.2 

Black 

3 

10.3 

9.97. 

Hispanic 

4 

13.8 

11.27. 

Asian 

5 

17.2 

15.37. 

Filipino 

1 

3.4 

5.47. 

-2.0% 

Yes 

Amer  Indian 

0 

0 

0 . 47. 

-0.4% 

No 

By  Gender 

Male 

11 

37.93 

Female 

18 

62.06 

45.27. 

Total 

29 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1 
or'  greater. 


II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  ^ Officials  and  Administrators 


If  by  divi sion,  identify: 


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avail abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

Whi  te 

2 

100% 

Black 

0 

9.9 

-9.9 

No 

Hi spani c 

0 

11.2 

-11.2 

No 

Asian 

0 

15.3 

-15.3 

No 

Fi 1 i pi  no 

0 

5.4 

- 5.4 

No 

Amer  Indian 

0 

0.4 

- 0.4 

No 

By  Gender 

Male 

1 

50% 

Female 

1 

50% 

45.2 

Total 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 

Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

1105  Executive  Director,  Rent  Arbitration  Board  (1) 


1107  Deputy  Director,  Rent  Arbitration  Board  (1) 


Narrative  Discussion  and  Review  of  Past  Year’s  EEO/AA  Performance 


Although  the  department  meets  or  exceeds  standards  for  all  listed 
categories  and  is  not  required  to  report  by  occupational  category,  I 
would  note  that  the  department  has  recently  promoted  a Hispanic  male 
to  a Supervisory  position.  Previously,  all  supervisory  positions 
were  held  by  White  females. 

Additionally,  the  department  has  hired  a disability  transfer  and 
made  substantial  accommodation  to  accept  the  employee.  The 
department  has  done  this  on  prior  occasions  as  well. 

The  department  also  encourages  the  hiring  of  those  whose  sexual 
orientation  is  in  the  minority  and  has  done  so  on  several  occasions. 

The  department  will  act  whenever  possible  to  eliminate  the  "glass 
ceiling"  that  has  made  advancement  to  upper  management  positions 
impossible  in  the  past. 


0531 J (4/92) 


. I . Affirmative  Action  Goals  bv  Total  Department 


Use  a separate  form  for  department  and/or  division,  bureau  or  unit 
for  which  the  Utilization  Analysis  indicates  goals  are  needed. 

Department/Division:  Rent  Board 

Anticipated  vacancies:  Number  and  description. 

Since  7/1/91  a position  for  2975  Citizen  Complaint  Officer  became 

vacant,  and  an  appointment  of  a Filipino  was  made.  With  this 

appointment  the  department  has  already  accomplished  its  only  AA  goal 

and  total  departmental  utilization  of  minority  and  women  is  at 

parity  with  the  1980  SF  available  labor  market. 

Affirmative  Action  goals  for  June  30.  1993 


TARGET  GROUP 

UNDERUTILIZED 

NEW  HIRES/ 
PROMOTIONS 

TOTAL 

PERCENT 

Filipino 

(-1) 

1 

2 

6.6  % 

0531 J (4/92) 


Affirmative  Action  Goals 


With  fewer  than  twenty  (20)  employments  in  the  entire  department,  no 
affirmative  action  goals  are  required. 

Affirmative  Action  Programs 

The  department  will  undertake  the  following  activities  in  order  to 
ensure  that  equal  employment  opportunity  is  afforded  to  all: 

Policy  Dissemination:  The  EEO/AA  policy  and  other  related  policies 
will  be  posted  prominently  on  an  official  bulletin  board.  The 
Director  will  communicate  these  policies  to  current  employees  during 
staff  meetings  and  to  new  employees  during  employee  orientations. 

Recruitment:  The  department  will  work  cooperatively  with  the  Civil 
Service  Commission  in  conducting  recruitments  for  classifications 
used  exclusively  by  the  Rent  Board,  including  making  efforts  to 
identify  prospective  target  applicants. 

Selection . Hiring . Promotions . and  Training  Opportunities:  The 
Director  will  assure  that  all  staff  with  responsibility  for  making 
personnel  related  decisions  implement  the  department's  EEO/AA  policy 
and  promote  equal  employment  opportunity  in  all  aspects  of 
employment.  Supervisory  staff  will  be  evaluated  on  their  EEO 
efforts  and  the  results  of  those  efforts  in  their  performance 
appraisals,  along  with  other  job  related  criteria. 

Efforts  will  be  made  to  train  existing  minority  staff  members  to 
enable  them  to  advance  whenever  possible  within  the  department. 

Management  Development:  Supervisory  staff  will  be  encouraged  to 
participate  in  management  training  programs  in  the  areas  of  equal 
employment  opportunity,  workforce  diversity,  preventing  harassment, 
etc. 

Complaints  Resolution:  The  Director  will  attempt  to  internally 
resolve  any  complaints  of  discrimination  raised  through  the  chain  of 
command.  The  Director  is  responsible  for  responding  to  charges  of 
discrimination  filed  by  departmental  employees  with  any  of  the 
external  agencies  who  handle  employment  discrimination  complaints, 
including  the  Civil  Service  Commission's  EEO  Unit. 

Expand  Promotional  Opportunities : The  department  will  act 

whenever  possible  to  eliminate  the  "glass  ceiling"  that  has  made 
advancement  to  upper  management  positions  impossible  in  the  past. 
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AUDITING  AND  REPORTING 


Establish  the  department's  commitment  to  maintain  records  and  to 
report  to  the  Mayor,  Board  of  Supervisors,  Civil  Service  Commission, 
Human  Rights  Commission,  and  other  regulatory  agencies  as  required. 
Describe  who  and  how  affirmative  action  progress  will  be 
periodically  evaluated.  What  records  will  be  maintained? 

The  department  will  prepare  on  an  annual  basis  the  department 
composition  and  utilization  report.  The  director  will  be 
responsible  for  its  production.  All  applicable  records  that  show 
Civil  Service  lists,  applicants  selected  and  other  purtenant  records 
will  be  mai ntai ned . 

The  department  will  report  to  the  Mayor,  Board  of  Supervisors,  Civil 
Service  Commission,  and  Human  Rights  Commission  on  affirmative 
action  progress  as  required  by  San  Francisco  Administrative  Code. 

DISSEMINATION 

Identify  how  this  affirmative  action  plan  will  be  communicated  to 
current  and  new  employees,  and  where  it  will  be  available  to 
employee  organizations  and  the  general  public. 

The  department's  policy  on  these  matters  will  be  included  in  the 
department's  soon  to  be  published  employee  policy  and  procedure 
manual.  The  general  policy  will  be  included  in  all  job 
announcements . 

All  employees  will  be  made  aware  of  the  adoption  of  the  department's 
affirmative  action  plan.  Copies  may  be  obtained  from  the  senior 
accountant.  The  deparment's  affirmative  action  plan  will  be  made 
available  for  review  by  employee  organizations  and  the  general 
public  at  the  front  counter. 

APPENDICES 

The  following  appendices  include  other  City  policies  in  effect  at 
the  Rent  Board: 

1.  Work  force  composition  Report  as  of  June  30,  1991. 

2.  Classification  Report. 

3.  City  Sexual  Harassment  Policy. 

4.  Policy  on  Language  Diversity. 

5.  Policy  on  use  of  Slurs. 

6.  Policy  statement  regarding  discrimination  at  against  persons 
with  AIDS. 
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I.  Total  Department/Division  Composition  and  Utilization 


Use  a separate  form  for  department  and  each  division. 


If  bv  Division,  identify: 

By  Race/Ethnicitv 

As  of 
Number 

6/30/91 

Percent 

Avai labi 1 i ty 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

16 

55.2 

B1  ack 

3 

10.3 

9 . 97. 

Hi spani c 

4 

13.8 

11.27. 

As  i an 

5 

17.2 

15.37. 

Filipino 

1 

3.4 

5.4% 

-2.0% 

Yes 

Amer  Indian 

0 

0 

0.4% 

-0.4% 

No 

By  Gender 

Male 

11 

37.93 

Female 

18 

62.06 

45.2% 

Total 

29 

Affirmative  action  goals  are 

needed  if 

a)  total  number 

of  employmen 

ts  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


January  28,  1992 


AAP  6.1  : Budgeted  Positions 
for 

AAP  Total 

Dept  OCC  Class  Class  Title  Bench  Count 


65  RENT  ARBITRATION  BOARD 

65  A OFFICIALS  & ADMINISTRATORS 


65  A 1105  EXEC  DIR  , RENT  ARBITRATION  BOARD 0101  1 

65  A 1107  DEPUTY  DIR,  RENT  ARBITRATION  BOARD 0102  1 

65  A OFFICIALS  & ADMINISTRATORS  subtotal:  2 

65  B PROFESSIONALS 

65  B 1 652  SENIOR  ACCOUNTANT 0205  1 

65  B 1819  MANAGEMENT  INFO  SYSTEMS  SPECIALIST  III..  0285  1 

65  B 2975  CITIZEN'S  COMPLAINT  OFFICER 0280  6 

65  B 2982  RENT  BOARD  SUPERVISOR 0280  2 

65  B 8162  RENT  BOARD  HEARING  OFFICER 0280  4 

65  B PROFESSIONALS  subtotal:  14 

65  F OFFICE  / CLERICAL 

65  F 1406  SENIOR  CLERK 0612  1 

65  F 1424  CLERK  TYPIST 0615  1 

65  F 1426  SENIOR  CLERK  TYPIST 0616  2 

65  F OFFICE  / CLERICAL  subtotal:  4 


65  X ELECTED  / EXEMPT 

65  X 0800  MBR  RENT  STABL  & ARBITR  BD,  M=PER  MTG.  0902  10 

65  X ELECTED  / EXEMPT  subtotal:  10 


65  RENT  ARBITRATION  BOARD 


subtotal : 


30 


Page  Number:  98 


SAN  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-2S.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES:  ESTABLISHING  A COMPLAINT 
PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL 
HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS;  REQUIRING  THE 
IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION;  REQUIRING  DISTRIBUTION 
OF  THE  POLICY;  INTERPRETATION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City  official  or 
employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees  includes, 
but  is  not  limited  to; 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement,  gestures,  or  any 
physical  interference  with  normal  work  or  movement: 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems,  graffiti, 
cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the  foregoing  behavior 
unreasonably  interferes  with  work  performance,  creates  an  intimidating,  hostile  or 
offensive  working  environment,  influences  or  affects  the  career,  salary,  working 
conditions,  job,  or  other  aspects  of  career  development  of  an  employee  or 
prospective  employee,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory  employees  know, 
or  reasonably  should  know,  that  an  employee  in  the  line  of  supervision  of  the 
officials  or  supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who  complained  of 
sexual  harassment,  or  who  testified  on  behalf  of  one  who  made  a complaint,  or  who 
assisted  or  participated  in  any  manner  on  behalf  of  a complainant  in  an 
investigation,  proceeding  or  hearing  conducted  under  this  section 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall  inform  the 
department  head  of  such  complaint  within  three  (3)  working  days.  Upon  receipt  of  such  information 
the  department  head  shall  inform,  in  writing,  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  (5)  working  days.  Within  five  (5)  working  days  after  receiving  notice  of  a 
complaint,  the  Civil  Service  Commission  shall  report  that  complaint  to  the  Commission  on  the 
Status  of  Women.  The  Civil  Service  Commission's  reports  to  the  Commission  on  the  Status  of  Women 
shall  not  contain  information  identifying  the  parties  involved  in  the  events  giving  rise  to  the 
complaint,  but  shall  include  all  other  relevant  details.  The  Civil  Service  Commission  shall 
report  the  outcome  of  each  complaint  to  the  Commission  on  the  Status  of  Women  promptly  after  the 
complaint  is  resolved.  The  Civil  Service  Commission  shall  annually  report  to  the  Board  of 
Supervisors,  the  Mayor,  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women  the 
number  of  claims  filed,  the  number  of  claims  pending,  the  departments  in  which  claims  have  been 
filed  and  such  other  information  the  Commission  determines  necessary  regarding  problems  in 
enforcement  under  this  section. 


SAN  FRANCISCO  ADMINISTRATIVE  CODE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-2S.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES;  ESTABLISHING  A COMPLAINT 
PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL 
HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS;  REQUIRING  THE 
IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION;  REQUIRING  DISTRIBUTION 
OF  THE  POLICY;  INTERPRETATION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City  official  or 
employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees  includes, 
but  is  not  limited  to: 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement,  gestures,  or  any 
physical  interference  with  normal  work  or  movement; 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems,  graffiti, 
cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the  foregoing  behavior 
unreasonably  interferes  with  work  performance,  creates  an  intimidating,  hostile  or 
offensive  working  environment,  influences  or  affects  the  career,  salary,  working 
conditions,  job,  or  other  aspects  of  career  development  of  an  employee  or 
prospective  employee,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory  employees  know, 
or  reasonably  should  know,  that  an  employee  in  the  line  of  supervision  of  the 
officials  or  supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who  complained  of 
sexual  harassment,  or  who  testified  on  behalf  of  one  who  made  a complaint,  or  who 
assisted  or  participated  in  any  manner  on  behalf  of  a complainant  in  an 
investigation,  proceeding  or  hearing  conducted  under  this  section 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall  inform  the 
department  head  of  such  complaint  within  three  (3)  working  days.  Upon  receipt  of  such  information 
the  department  head  shall  inform,  in  writing,  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  (5)  working  days.  Within  five  (5)  working  days  after  receiving  notice  of  a 
complaint,  the  Civil  Service  Commission  shall  report  that  complaint  to  the  Corrmission  on  the 
Status  of  Women.  The  Civil  Service  Commission's  reports  to  the  Commission  on  the  Status  of  Women 
shall  not  contain  information  identifying  the  parties  involved  in  the  events  giving  rise  to  the 
complaint,  but  shall  include  all  other  relevant  details.  The  Civil  Service  Commission  shall 
report  the  outcome  of  each  complaint  to  the  Comnission  on  the  Status  of  Women  promptly  after  the 
complaint  is  resolved.  The  Civil  Service  Commission  shall  annually  report  to  the  Board  of 
Supervisors,  the  Mayor,  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women  the 
number  of  claims  filed,  the  number  of  claims  pending,  the  departments  in  which  claims  have  been 
filed  and  such  other  information  the  Commission  determines  necessary  regarding  problems  in 
enforcement  under  this  section. 
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POLICY  ON  LANGUAGE  DIVERSITY 


The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desireable  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 
opportunity  policy  that  ensures  the  employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City's  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee's 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 


))  LEGAL  REQUIREMENTS 

The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-English  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 


SAN  FRANCISCO  ADMINISTRATIVE  COPE  - SECTION  16.9  - 25 
[Sexual  Harassment  of  City  Employees] 


SECTION  16.9-2S.  PROHIBITING  SEXUAL  HARASSMENT  OF  CITY  EMPLOYEES;  ESTABLISHING  A COMPLAINT 
PROCEDURE;  PROVIDING  FOR  REMEDIES  FOR  PERSONS  WHO  HAVE  BEEN  FOUND  TO  BE  VICTIMS  OF  SEXUAL 
HARASSMENT  INCLUDING  THE  SETTING  ASIDE  OF  DISCIPLINARY  ACTION  AGAINST  THESE  PERSONS;  REQUIRING  THE 
IMPOSITION  OF  DISCIPLINARY  ACTION  AGAINST  PERSONS  VIOLATING  THIS  SECTION;  REQUIRING  DISTRIBUTION 
OF  THE  POLICY;  INTERPRETATION. 

(a)  Sexual  harassment  of  a City  employee  or  applicant  for  employment  by  a City  official  or 
employee  is  prohibited. 

(b)  Behavior  which  constitutes  sexual  harassment  by  City  officials  and  employees  includes, 
but  is  not  limited  to: 

(1)  verbal  harassment,  e.g.,  epithets,  derogatory  comments  or  slurs; 

(2)  physical  harassment,  e.g.,  assault,  impeding  or  blocking  movement,  gestures,  or  any 
physical  interference  with  normal  work  or  movement; 

(3)  visual  forms  of  harassment,  e.g.,  derogatory  posters,  letters,  poems,  graffiti, 
cartoons  or  drawings;  or 

(4)  requests  for  sexual  favors  or  unwanted  sexual  advances;  when  the  foregoing  behavior 
unreasonably  interferes  with  work  performance,  creates  an  intimidating,  hostile  or 
offensive  working  environment,  influences  or  affects  the  career,  salary,  working 
conditions,  job,  or  other  aspects  of  career  development  of  an  employee  or 
prospective  employee,  or  is  an  explicit  or  implicit  term  or  condition  of  employment. 

(c)  For  the  purpose  of  this  section,  the  following  behavior  by  City  officials  and 
supervisory  employees  also  constitutes  sexual  harassment: 

(1)  failing  to  take  corrective  action  when  the  officials  or  supervisory  employees  know, 
or  reasonably  should  know,  that  an  employee  in  the  line  of  supervision  of  the 
officials  or  supervisory  employees  is  being  subjected  to  prohibited  sexual 
harassment  on  the  job  by  anyone;  or 

(2)  retaliation  against  an  employee  or  applicant  for  employment  who  complained  of 
sexual  harassment,  or  who  testified  on  behalf  of  one  who  made  a complaint,  or  who 
assisted  or  participated  in  any  manner  on  behalf  of  a complainant  in  an 
investigation,  proceeding  or  hearing  conducted  under  this  section 

(d)  A supervisory  employee  receiving  a complaint  of  sexual  harassment  shall  inform  the 
department  head  of  such  complaint  within  three  (3)  working  days.  Upon  receipt  of  such  information 
the  department  head  shall  inform,  in  writing,  the  Equal  Employment  Opportunity  Unit  of  Civil 
Service  within  five  (5)  working  days.  Within  five  (5)  working  days  after  receiving  notice  of  a 
complaint,  the  Civil  Service  Commission  shall  report  that  complaint  to  the  Commission  on  the 
Status  of  Women.  The  Civil  Service  Commission’s  reports  to  the  Commission  on  the  Status  of  Women 
shall  not  contain  information  identifying  the  parties  involved  in  the  events  giving  rise  to  the 
complaint,  but  shall  include  all  other  relevant  details.  The  Civil  Service  Commission  shall 
report  the  outcome  of  each  complaint  to  the  Commission  on  the  Status  of  Women  promptly  after  the 
complaint  is  resolved.  The  Civil  Service  Commission  shall  annually  report  to  the  Board  of 
Supervisors,  the  Mayor,  the  Human  Rights  Commission  and  the  Commission  on  the  Status  of  Women  the 
number  of  claims  filed,  the  number  of  claims  pending,  the  departments  in  which  claims  have  been 
filed  and  such  other  information  the  Commission  determines  necessary  regarding  problems  in 
enforcement  under  this  section. 


City  and  County  of  San  Francisco 


Civil  Service  Commission 


CITY  AND  COUNTY  OF  SAN  FRANCISCO 
POLICY  ON  LANGUAGE  DIVERSITY 


PURPOSE  STATEMENT 

The  San  Francisco  Civil  Service  Commission  finds  that  the  cultural  and  racial 
composition  of  the  City's  citizens  and  of  its  workforce  has  changed.  Therefore,  it  is 
desire  able  to  promulgate  a policy  which  fosters  acceptance  and  prevents  intergroup 
tensions  as  related  to  the  use  of  languages  other  than  English  in  the  provision  of  public 
services  and  the  employment  of  individuals  whose  primary  language  is  not  English. 

The  San  Francisco  Civil  Service  Commission  reaffirms  its  equal  employment 
opportunity  policy  that  ensures  the  employment  of  an  ethnically  and  culturally  diverse 
workforce  wherein  individuals  shall  enjoy  equal  application  of  the  terms  and  conditions  of 
employment,  including  the  right  to  speak  their  primary  language. 

The  Commission  recognizes  that  a workforce  that  speaks  languages  other  than  English 
enhances  the  services  provided  to  the  City’s  culturally  diverse  public  by  providing 
efficient  and  accessible  public  services  to  its  non-English  speaking  communities. 

All  employees  of  the  City  and  County  of  San  Francisco  are  advised  that  an  employee’s 
use  of  a language  other  than  English  is  not  only  an  asset  in  the  provision  of  public  services 
but,  with  few  exceptions,  is  a legally  protected  right. 

\$  LEGAL  REQUIREMENTS 

The  policy  of  the  Civil  Service  Commission  is  in  compliance  with  federal  guidelines  of 
the  U.S.  Equal  Employment  Opportunity  Commission  which  state  that  prohibiting 
employees  from  speaking  their  native  language  in  the  workplace  may  result  in  unlawful 
national  origin  discrimination  under  Title  VII  of  the  Civil  Rights  Act. 

A rule  which  requires  employees  to  speak  only  English  at  all  times  may  violate  Title 
VII  as  a burdensome  term  and  condition  of  employment  since  the  primary  language  of  an 
employee  is  often  an  essential  national  origin  characteristic.  A department  may  only  have 
a rule  requiring  that  employees  speak  only  English  at  certain  times  where  an  employer: 

1.  can  show  that  the  rule  is  justified  by  business  necessity; 

2.  notifies  their  employees  of  the  speak-only-English  rule  and  of  the  general 
circumstances  when  speaking  only  English  is  required; 

3.  and  notifies  employees  of  the  consequences  of  violating  the  rule. 

There  are  few  circumstances  under  which  a policy  will  meet  the  "business  necessity" 
test.  Justifications  such  as  "Supervisors  can't  understand  what  employees  are  saying," 
"English  speaking  employees  suspect  that  non-English  speaking  employees  are  talking 
about  them,"  and  "The  policy  will  enhance  public  image,"  are  not  sufficient  to  meet  the 
business  necessity  requirement. 


DUAL  RESPONSIBILITY 


Supervisors  and  line  employees  have  a shared  responsibility  for  maintaining  a work 
environment  that  is  comfortable  and  productive  for  everyone.  Where  co-workers  or 
clients  express  concerns  about  employees  speaking  in  a language  other  than  English, 
supervisors  should  work  toward  informally  resolving  these  interpersonal  difficulties  in  a 
constructive  and  sensitive  manner. 

In  order  to  assure  effective  communication  during  emergencies  and  constructive 
discussion  of  assignments,  work  performance  and  work  rules;  supervisors  and  employees 
should  expect  that  any  direct  communications  be  conducted  in  a commonly  understood 
language. 


POLICY  IMPLEMENTATION 

The  Civil  Service  Commission  designates  its  Equal  Employment  Opportunity  Unit 
(CSC  EEO)  as  its  agent  in  administering  the  guidelines  and  provisions  of  this  policy.  The 
CSC  EEO  Unit  is  further  designated  as  the  resource  from  which  departments,  employees 
and/or  applicants  for  employment  may  obtain  assistance  on  matters  addressed  in  the 
policy. 

In  assuring  uniform  application  of  this  policy;  departments,  agencies,  boards  and 
commissions  of  the  City  and  County  of  San  Francisco  shall  be  required  to: 

1.  Adopt  this  or  a similiar  policy  and  forward  confirmation  and  copies  of  such  to  the 
CSC  EEO  Unit  within  sixty  (60)  calendar  days  of  the  date  of  the  issuance  of  this 
policy; 

2.  Consult  with  and  obtain  the  express  approval  of  the  CSC.'EEO  Unit  prior  to  the 
implementation  of  any  specific  department  language  policy  to  assure  that  it 
conforms  with  the  requirements  of  federal,  state  and  local  guidelines. 

Employees  and  applicants  for  employment  with  the  City  and  County  of  San  Francisco 
who  believe  that  any  departmental  language  policy  discriminates  in  the  terms  and/or 
conditions  of  their  employment  may  file  a complaint  with  the  CSC  EEO  Unit  under  the 
provisions  of  CSC  Rule  1.03F.  Employees  may  also  file  such  charges  with  the  California 
State  Department  of  Fair  Employment  and  Housing  or  the  United  States  Equal 
Employment  Opportunity  Commission.  Instructions  on  how  to  file  such  a complaint  are 
available  from  the  CSC  EEO  Unit  in  Room  151,  City  Hall  or  by  calling  554-4736. 


DISTRIBUTION  OF  POLICY 

Appointing  Officers  and/or  Department  Heads  are  responsible  for  assuring  that  all 
employees  are  aware  of  this  policy.  In  addition  to  distributing  this  policy  to  all  employees, 
Departments  are  required  to  post  it  at  all  times  in  a eonspicious  manner  on  Departmental 
or  employee  bulletin  boards.  Further,  this  policy  is  to  be  included  in  the  Department's 
new  employee  orientation. 
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September  2,  1980 
Reissued:  May  12,  1988 


To  : All  Appointing  Officers 

Departmental  Personnel  Officers 

Employees  and  Employee  Organization  Representatives 

From  : John  J.  Walsh 

General  Manager,  Personnel 

SUBJECT  : POLICY  REGARDING  THE  USE  OF  SLURS  BY  CITY  OFFICIALS  AND  EMPLOYEES 

At  its  meeting  of  August  18,  1980,  the  Civil  Service  Commission  adopted  the 

following  policy  recommended  by  the  Human  Rights  Commission  regarding  the  use 
of  slurs  by  City  officials  and  employees: 

"IT  IS  THE  POLICY  OF  THE  CITY  AND  COUNTY  OF  SAN  FRANCISCO,  AND  EACH 
OF  ITS  OFFICIALS,  EMPLOYEES  AND  AGENTS  ACTING  IN  THEIR  OFFICIAL 
CAPACITY,  TO  TREAT  ALL  PERSONS  EQUALLY  AND  RESPECTUFULLY , AND  TO 

REFRAIN  FROM  THE  WILLFUL  OR  NEGLIGENT  USE  OF  SLURS  AGAINST  ANY 

PERSON  ON  THE  BASIS  OF  RACE,  COLOR,  CREED,  NATIONAL  ORIGIN,  ANCES- 
TRY, AGE,  SEX,  SEXUAL  ORIENTATION  OR  DISABILITY.  A SLUR,  AS  USED  IN 
THIS  POLICY,  IS  A WORD  OR  COMBINATION  OF  WORDS  THAT  BY  ITS  VERY 
UTTERANCE  INFLICTS  INJURY,  OFFERS  LITTLE  OPPORTUNITY  FOR  RESPONSE, 
APPEALS  NOT  TO  RATIONAL  FACULTIES,  OR  IS  AN  UNESSENTIAL  OR  GRATU- 
ITOUS PART  OF  ANY  EXPOSITION  OF  FACT  OR  OPINION.  ALL  PERSONS  ARE 
ENTITLED  BY  LAW  TO  THE  RIGHT  OF  EQUAL  TREATMENT  AND  RESPECT.  SLURS 
DEPRIVE  MEMBERS  OF  THE  PROTECTED  GROUPS  OF  THIS  RIGHT  BY  HOLDING 
THEM  UP  TO  PUBLIC  CONTEMPT,  RIDICULE,  SHAME,  AND  DISGRACE  AND 

CAUSING  THEM  TO  BE  SHUNNED,  AVOIDED  OR  INJURED  IN  THEIR  OCCUPATION. 

BY  PROMOTING  ILL  WILL  AND  RANCOR,  SLURS  DIMINISH  PEACE  AND  ORDER. 

THE  USE  OF  SUCH  SLURS  BY  CITY  OFFICIALS  OR  EMPLOYEES  WILL  BE  CON- 
SIDERED BY  COMMISSIONS,  DEPARTMENTS,  AGENCIES,  BOARDS,  OR  APPOINTING 
AUTHORITIES  AS  PRIMA  FACIE  EVIDENCE  OF  THE  LACK  OF  COMPETENCE  OF 

SAID  CITY  OFFICIALS  AND  EMPLOYEES.  EVIDENCE  OF  USAGE  OF  SUCH  SLURS 
SHALL  BE  ENTERED  IN  JOB  PERFORMANCE  EVALUATIONS  AND  SHALL  BE 

CONSIDERED  IN  EVALUATING  THE  FITNESS  OF  CITY  EMPLOYEES." 

It  is  requested  that  each  commission,  board  and  department  adopt  this  policy 
and  that  it  be  widely  disseminated  to  and  rigorously  enforced  by  every  officer 
and  employee  of  the  City  and  County.  Please  notify  the  Civil  Service 
Commission  and  the  Human  Rights  Commission  in  writing  of  action  taken  to 

implement  this  policy  and  forward  copies  of  commission  or  board  resolutions 
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POLICY  STATEMENT  PROHIBITING  DISCRIMINATION  IN  EMPLOYMENT  ON  THE 
BASIS  OF  ACQUIRED  IMMUNE  DEFICIENCY  SYNDROME  (AIDS),  ACQUIRED 
IMMUNE  DEFICIENCY  SYNDROME  RELATED  COMPLEX  (ARC),  HUMAN 
IMMUNODEFICIENCY  VIRUS  INFECTION  (HIV  INFECTION)  OR  ANY  MEDICAL  SIGNS 
OR  SYMPTOMS  RELATED  THERETO. 


It  is  the  policy  of  the  City  and  County  of  San  Francisco  Civil  Service  Commission 
to  prohibit  discrimination  in  the  compensation,  terms,  conditions  and  privileges  of 
employment  on  the  basis  that  any  employee  or  applicant  for  employment  with  the 
City  and  County: 

has,  is  perceived  as  having  or  has  a history  of  having  the  conditions  known  as 
Acquired  Immune  Deficiency  Syndrome  (AIDS),  Acquired  Immune  Deficiency 
Syndrome  Related  Complex  (ARC),  Human  Immunodeficiency  Virus  Infection 
(HIV  infection)  or  any  medical  signs  or  symptoms  related  thereto. 

The  Civil  Service  Commission  finds  that  AIDS,  ARC  and  HIV  infection  are  national 
and  local  health  concerns  not  confined  to  any  single  community,  the  effects  of 
which  cut  across  all  communities,  impacting  all  arenas  of  life,  including  that  of  the 
employment  setting.  To  provide  assistance  to  City  departments  in  managing  this 
concern  in  the  employment  setting,  the  Commission  establishes  the  following 
policy  guidelines: 

1.  The  current  and  best  medical  evidence  is  that  AIDS,  ARC  and  HIV  infection  do 
not  pose  a threat  of  contagion  or  transmission  from  worker  to  co-workers 
through  everyday  contact  common  in  the  work  environment; 

2.  AIDS,  ARC  and  HIV  Infection  are  life  threatening  illnesses,  which  may  be 
regarded  as  handicaps  under  prevailing  local,  state  and  federal  law.  Infection 
with  HIV  is  protected  under  state  and  local  law.  Each  individual  responds 
differently  to  the  illness  in  terms  of  ability  to  work.  On  this  basis,  as  with  all 
other  handicaps,  departments  are  required  to  make  reasonable 
accommodations  to  facilitate  the  ability  of  employees  with  AIDS,  ARC  or  HIV 
infection  to  continue  working  as  long  as  they  desire  and  are  able  to  perform 
the  essential  functions  of  the  job  with  accommodation; 
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3.  Like  all  other  medical  information  and  records,  the  conditions  of  AIDS,  ARC 
or  HIV  infection  in  an  employee  or  applicant  are  subject  to  privacy  protection 
and  all  employees  have  a right  to  the  confidentiality  of  medical  information. 
Departmental  personnel  having  access  to  an  individual's  medical  records  or 
those  having  knowledge  of  a medical  condition  have  a duty  to  preserve  the 
privacy  and  confidentiality  of  the  information.  To  that  end,  it  is  imperative 
that  such  information  not  be  shared  without  the  express  and  prior  written 
permission  of  the  individual  having  the  condition; 

4.  In  that  employees  with  AIDS,  ARC  or  HIV  infection  do  not  pose  a threat  of 
contagion  to  co-workers  through  everyday  work  place  contact,  the  refusal  by 
co-worker(s)  to  work  with  an  individual  having  or  perceived  to  have  AIDS, 

ARC  or  HIV  infection  can  be  considered  insubordination,  subject  to  due 
process  disciplinary  action  in  consideration  of  the  specific  facts  and 
circumstances  of  the  refusal.  Similarly,  members  of  the  public  with  AIDS, 
ARC  or  HIV  infection  pose  no  threat  of  contagion  to  City  employees  providing 
common  public  services  and  the  refusal  of  any  City  employee  to  provide  public 
service  on  this  basis  can  be  grounds  for  disciplinary  action; 

5.  Departments  must  treat  AIDS,  ARC  and  HIV  infection  as  they  would  any  other 
life  threatening  illness  and  must  therefore  apply  and  comply  with  all  Civil 
Service  Commission  rules  which  govern  employee  health,  including  but  not 
limited  to  leaves  of  absence,  disability  transfers- and  medical  examinations. 
Under  no  circumstances  shall  an  employee  or  applicant  be  required  as  a 
condition  of  pre-employment  or  employment  to  undergo  any  tests  to  detect 
the  presence  of  the  HIV  antibody,  antigen  or  virus; 

6.  Employees  who  are  affected  by  any  life  threatening  illness  should  be  treated 
with  compassion  and  understanding.  Department  personnel  should  provide 
support  and  encouragement  and  foster,  by  example,  an  attitude  of  sensitivity 
to  the  needs  of  chronically  ill  colleagues,  recognizing  that  continued 
employment  and  interaction  in  the  work  environment  can  be  physically, 
mentally  and  emotionally  beneficial.  Similiarly,  such  compassion  should  be 
shown  to  employees  who  have  a family  member  or  significant  other  who  has 
AIDS,  ARC  or  HIV  infection; 

7.  Given  the  fears  that  AIDS,  ARC  and  HIV  infection  often  inspire,  the  most 
effective  way  to  avoid  disruption  and  discrimination  in  the  work  place  is  to 
prepare  and  educate  all  employees.  In  fostering  a rational,  compassionate  and 
non-discriminatory  understanding  of  AIDS,  ARC  and  HIV  infection  in  the  work 
place,  departments  should  implement  educational  programs.  These  programs 
should  be  based  on  the  best  available  medical  knowledge,  resources  for 
employee  support  and  City  and  County  policies  and  rules  which  apply  to  the 
issues  of  AIDS,  ARC  and  HIV  infection  in  the  work  place. 


CIVIL  SERVICE  COMMISSION 

POLICY  PROHIBITING  DISCRIMINATION 

ON  THE  BASIS  OF  AIDS/ARC/HIV  INFECTION 


The  Civil  Service  Commission  promulgates  this  policy  in  order  to  provide  advice 
and  guidance  to  City  departments  in  managing  issues  related  to  AIDS,  ARC  and 
HIV  infection  in  the  work  place,  thereby  preventing  discrimination  in  employment 
on  this  basis.  While  departments  may  develop  their  own  policies  in  response  to  the 
specific  needs  of  their  employment  setting,  the  Civil  Service  Commission  advises 
that  this  and  any  specific  department  policies  must  comply  with  prevailing  local, 
state  and  federal  law  which  recognizes  AIDS,  ARC  and  HIV  infection  as  protected 
handicaps. 

Under  the  provisions  of  Civil  Service  Commission  Rule  1.03F,  applicants  or 
employees  of  the  City  and  County  of  San  Francisco  may  File  complaints  alleging 
discrimination  on  the  bases  of  AIDS,  ARC  and  HIV  infection.  Information  on  how 
to  file  such  complaints  is  available  from  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit,  151  City  Hall,  554-4736. 

The  Civil  Service  Commission  designates  the  Civil  Service  Commission  Equal 
Employment  Opportunity  Unit  as  the  Commission’s  resource  to  which  departments 
should  direct  any  questions  or  requests  for  assistance  on  matters  addressed  in  this 
policy. 


May  2,  1988 


CIVIL  SERVICE  COMMISSION 
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SAN  FRANCISCO  EMPLOYEES'  RETIREMENT  SYSTEM 


DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 


I . INTRODUCTION 


The  San  Francisco  Employees'  Retirement  System  was  officially 
established  on  April  1,  1922.  The  System  began  with 
approximately  3,700  members.  In  1925,  teachers  from  the  school 
district  were  admitted  as  members.  The  Police  Relief  and 
Pension  System  (founded  in  1878)  and  the  Fire  Pension  System 
(founded  in  1885)  merged  with  the  Retirement  System  in  1932  to 
form  the  present  Employees'  Retirement  System. 

Today  the  Retirement  System  administers  three  retirement  plans: 
the  Miscellaneous  Plan  covering  most  City  employees;  the  Police 
Plan;  and  the  Fire  Fighter  Plan.  There  are  26,593  active 
members  in  the  Retirement  System.  In  addition  to  the  pension 
program  the  Retirement  System  administers  the  City's  Workers' 
Compensation  Program.  A multicultural  staff  of  professional 
and  clerical  employees  provide  a variety  of  services  in  these 
two  major  programs. 

The  Department  and  the  Retirement  Board,  which  is  composed  of 
three  elected  members,  three  appointed  by  the  Mayor  and  one 
Ex-official  member,  are  responsible  for  providing  pension  and 
workers'  compensation  benefits  to  City  employees. 


II.  POLICY  STATEMENT 


The  San  Francisco  Employees'  Retirement  System  is  committed  to 
equal  opportunity  and  affirmative  action  in  all  employment 
decisions.  With  respect  to  these  activities  the  Retirement 
System  will  comply  with  Federal,  state,  and  local  laws; 
guidelines  and  requirements  which  govern  Equal  Employment 
Opportunity  (EEO)  and  Affirmative  Action  (AA)  governing  fair 
employment . 

It  is  the  policy  of  the  Retirement  System  to  ensure 
non-discrimination  for  all  persons  regardless  of  race, 
ethnicity,  national  origin,  sexual  orientation,  marital  status, 
disability,  medical  condition  (cancer- related) , AIDS/HIV,  age, 
religion,  or  political  affiliation  except  in  the  case  of  a 
bona-fide  occupational  qualification.  Our  Affirmative  Action 
Policy  covers  all  employment  decisions  including  recruitment, 
selection,  hiring,  promotion,  transfer,  training,  compensation, 
assignment,  benefits,  layoff,  reinstatement,  discipline,  and 
termination. 

The  Retirement  System  supports  the  concept  of  equal  employment 
as  implemented  through  a strong  Affirmative  Action  program.  It 
is  the  intent  of  the  Retirement  System  to  cooperate  fully  with 
the  Civil  Service  Commission  and  Human  Rights  Commission  in  the 
coordination  and  monitoring  of  all  affirmative  action  programs 
which  are  under  the  review  of  these  two  commissions. 

The  successful  achievement  of  the  Affirmative  Action  Plan 
requires  the  cooperation  of  retirement  system  employees, 
managers,  and  supervisors.  In  fulfilling  its  part  in  this 
cooperative  effort,  the  administration  of  this  department  is 
obligated  to  lead  the  way  by  establishing,  implementing,  and 


reinforcing  procedures  and  practices  which  will  achieve  the 
objectives  of  equal  opportunity  for  all.  All  employees  will  be 
informed  of  the  department's  EEO/AA  policy,  and  all  employees 
have  a responsibility  to  comply. 


AaJL//L 

. — it 

Retirement  System  General  Manager 


Date 


III.  DESIGNATION  OF  RESPONSIBILITY 


The  General  Manager  of  the  Retirement  System  has  the  primary 
responsibility  for  the  development  and  implementation  of  the 
System's  Equal  Employment  Opportunity  (EEO)  and  Affirmative 
Action  (AA)  policies.  The  General  Manager  shall  develop  the 
EEO/AA  policy  statement,  designate  a person  responsible  for  the 
administration  of  the  program,  delegate  authority  and  duties, 
allocate  resources  to  implement  the  program,  and  evaluate  its 
success . 

The  San  Francisco  Retirement  System  is  committed  to  an 
Affirmative  Action  plan  that  will  attain  a departmental 
workforce  proportionate  with  the  ratios  of  those  protected 
group  members  in  the  San  Francisco  labor  force. 

The  person  in  charge  of  the  departmental  Affirmative  Action 
program  is  Ms.  Jacqueline  Pun.  She  will  be  responsible  for  the 
implementation  of  EEO/AA  policies  within  the  department,  as 
well  as  internal  and  external  reporting  and  dissemination.  The 
Personnel  Officer  will  assist  staff  in  collecting  and  analyzing 
employment  data,  identifying  problem  areas,  setting  goals  and 
timetables,  and  developing  programs  to  achieve  affirmative 
action  goals. 

With  the  assistance  of  the  Personnel  Officer,  each  departmental 
manager  is  responsible  for  training  their  supervisors  to  take 
affirmative  action  into  consideration  in  hiring,  and  to 
investigate  complaints  of  discrimination.  Each  supervisor  is 
responsible  for  maintaining  a work  place  free  of  discrimination 
or  harassment,  including  offensive  language  and  materials. 
Each  employee  is  responsible  for  complying  with  the  Retirement 
System's  Policy  on  Affirmative  Action  and  Equal  Employment 
Opportunity. 


IV.  TOTAL  DEPARTMENT/DIVISION  COMPOSITION  AND  UTILIZATION 


By  Race/ 
Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availability 

White 

35 

33.02 

9.9% 

Black 

7 

6.6 

Hispanic 

22 

20.74 

11.2% 

Asian 

23 

21.69 

15.3% 

Filipino 

19 

17.91 

5.4% 

Amer  Indian 

0 

0 

0.4% 

Bv  Gender 

Male 

44 

41.50 

Female 

62 

58.49 

45.2% 

Total 

106 

Variance  AA  Goal? 

(-  only)  Yes /No 


-3.3  Yes 


-0.4  No 


Affirmative  action  goals  are  needed  if  a)  total  number  of 
employments  is  greater  than  20  or  occupational  category  is  "A" 
Officials  and  Administrators;  and  b)  variance  multiplied  by 
total,  when  rounded  off  is  "1"  or  greater. 


VI.  COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Use  a separate  form  for  each  category,  or  category  within 
division. 

Category;  Officials  and  Administrators 

If  bv  division,  identify; 


By  Race/ 
Ethnicitv 

As  of 
Number 

6/30/91 

Percent 

Availability 

Variance 
(-  only) 

AA  Goal? 
Yes /No 

White 

6 

85 . 7 

Black 

0 

0 

9.9% 

-9.9 

Yes 

Hisoanic 

1 

14.3 

11.2% 

Asian 

0 

0 

15.3% 

-15.4 

Yes 

Filioino 

0 

0 

5.4% 

-5.4 

No 

Amer  Indian 

0 

0 

0.4% 

-0.4 

No 

Bv  Gender 

Male 

3 

42.9 

Female 

4 

57.1 

45.2% 

Total 

7 

Affirmative 

action 

goals 

are  needed  if 

a)  total 

number  of 

employments  is  greater  than  20  or  occupational  category  is  "A" 
Officials  and  Administrators;  and  b)  variance  multiplied  by 
total,  when  rounded  off  is  "1"  or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of 
positions  in  each; 


4332  Portfolio  Manager  (3) 


VI.  COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Use  a separate  form  for  each  category,  or  category  within  a 
division. 

Category:  Professionals  

If  bv  division,  identify: 


By  Race/ 
Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Availability 

Variance 
( - only) 

AA  Goal? 
Yes /No 

White 

18 

40.9 

Black 

0 

0 

9.9% 

-9.9 

Yes 

Hisoanic 

6 

13.6 

11.2% 

Asian 

13 

29.5 

15.3% 

Filioino 

7 

15.9 

5.4% 

Amer  Indian 

0 

0 

0.4% 

-0.4 

No 

Bv  Gender 

Male 

20 

45.5 

Female 

24 

54.5 

45.2% 

Total 

44 

Affirmative 

action 

goals 

are  needed  if 

a)  total 

number  of 

employments  is  greater  than  20  or  occupational  category  is  "A" 
Officials  and  Administrators;  and  b)  variance  multiplied  by 
total,  when  rounded  off  is  "1"  or  greater. 

Identify  the  largest  classes  in  this  category  and  number  of 
positions  in  each: 

1812  Assistant  Retirement  Analyst  (23) 

1813  Retirement  Analyst  (5) 


VI.  COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Use  a separate  form  for  each  category,  or  category  within  a 
division. 

Category:  Technicians 

If  bv  division,  identify: 


By  Race/ 
Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 
(-  onlv) 

White 

8 

50.0 

9.9% 

Black 

4 

25.0 

Hisoanic 

1 

6.3 

11.2% 

-4.9 

Asian 

1 

6.3 

15.3% 

-9.0 

Filioino 

2 

12.5 

5.4% 

Amer  Indian 

0 

0 

0.4% 

-0.4 

Bv  Gender 

Male 

12 

75.0 

Female 

4 

25.0 

45.2% 

-20.2 

Total 

16 

AA  Goal? 
Yes/No 


No 

No 


No 


Affirmative  action  goals  are  needed  if  a)  total  number  of 
employments  is  greater  than  20  or  occupational  category  is  "A" 
Officials  and  Administrators;  and  b)  variance  multiplied  by 
total,  when  rounded  off  is  "1"  or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of 
positions  in  each: 


8141  Workers'  Compensation  Adjuster  (8) 

8165  Workers'  Compensation  Supervisor  I (4) 


VI.  COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Use  a separate  form  for  each  category,  or  category  within  a 
division. 

Category:  Office  and  Clerical 

If  bv  division,  identify:  


By  Race/ 
Ethnicity 

White 

As  of  6/30/91 
Number  Percent 

3 7.9 

Availability 

9.9% 

Variance 
(-  onlv) 

-2.0 

Black 

3 

7.9 

Hisoanic 

13 

34.2 

11.2% 

Asian 

9 

23.7 

15.3% 

Filioino 

10 

26.3 

5.4% 

Amer  Indian 

0 

0 

0.4% 

-0.4 

Bv  Gender 

Male 

8 

21.1 

Female 

30 

78.9 

45.2% 

Total 

38 

AA  Goal? 
Yes /No 


No 


Affirmative  action  goals  are  needed  if  a)  total  number  of 
employments  is  greater  than  20  or  occupational  category  is  "A" 
Officials  and  Administrators;  and  b)  variance  multiplied  by 
total,  when  rounded  off  is  "1"  or  greater. 

Identify  the  largest  classes  in  this  category  and  number  of 
positions  in  each: 


1404  Clerk  (8) 

1626  Junior  Account  Clerk  (7) 
1810  Actuarial  Clerk  (8) 


VI.  COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Use  a separate  form  for  each  category,  or  category  within  a 
division. 

Category:  Elected.  Exempt  or  Unclassified 

If  bv  division,  identify: 


By  Race/ 
Ethnicitv 

As  of 
Number 

6/30/91 

Percent 

Availability 

Variance 
(-  onlv) 

AA  Goal? 
Yes /No 

White 

1 

Black 

0 

9.9% 

-9.9 

No 

Hispanic 

0 

11.2% 

-11.2 

No 

Asian 

0 

15.3% 

-15.3 

No 

Filipino 

0 

5.4% 

-5.4 

No 

Amer  Indian 

0 

0.4% 

-0.4 

No 

Bv  Gender 

Male 

1 

100.0 

Female 

0 

45.2% 

-45.2 

No 

Total 

1 

Affirmative 

action 

goals 

are  needed  if 

a)  total 

number  of 

employments  is  greater  than  20  or  occupational  category  is  "A" 
Officials  and  Administrators;  and  b)  variance  multiplied  by 
total,  when  rounded  off  is  "1"  or  greater. 

Identify  the  largest  classes  in  this  category  and  number  of 
positions  in  each: 


V.  COMPOSITION  AND  UTILIZATION  BY  CLASSIFICATION 


Use  a separate  form  for  each  classification  with  20  or  more 
employments . 

Classification:  1812  Assistant  Retirement  Analyst 

If  bv  division,  identify:  


By  Race/ 
Ethnicitv 

As  of 
Number 

12/8/92 

Percent  Availability 

Variance 

AA  Goal? 
Yes /No 

White 

16 

59.3 

Black 

1 

3.7 

9.9% 

-6.2 

Yes 

Hispanic 

6 

22.2 

11.2% 

Asian 

3 

11.1 

15.3% 

-4.2 

Yes 

Filipino 

1 

3.7 

5.4% 

-1.7 

No 

Amer  Indian 

0 

0 

0.4% 

-0.4 

No 

Bv  Gender 

Male 

9 

Female 

18 

66.7 

45.2% 

Total 

27 

Affirmative  action  goals  are 
employments  is  greater  than  20 
Officials  and  Administrators; 

needed  if  a)  total  number  of 
or  occupational  category  is  "A" 
and  b)  variance  multiplied  by 

total,  when  rounded  off  is  "1"  or  greater. 


VII.  WORKFORCE  COMPOSITION  AND  UNTILIZATION  ANALYSIS 


The  total  workforce  of  the  San  Francisco  Retirement  System  is 
106.  The  department's  overall  composition  is  balanced  for  all 
minority  groups  and  women,  with  the  exception  that  blacks 
reflect  a disparity.  The  largest  employment  group  in  the 
Retirement  System  are  Professionals  which  includes  Retirement 
Analysts,  Workers'  Compensation  Adjusters,  Security  Analysts  and 
Accountants.  In  this  group  Retirement  Analysts  has  the  largest 
number  of  employments  including  one  black  male.  In  the  Workers' 
Compensation  Adjuster  series,  we  have  two  black  males  at  the 
adjuster  level  and  one  black  male  at  the  supervisor  level. 

In  the  Officials  and  Administrators  category  we  have  two 
hispanic  individuals,  one  male  and  one  female.  The  Retirement 
System  recently  employed  a black  male  to  fill  the  Executive 
Assistant  to  the  General  Manager  position. 

The  department  has  employed  one  disabled  clerical  employee. 


VIII.  AFFIRMATIVE  ACTION  GOALS  AND  ANNUAL  TARGETS 


The  goal  of  the  San  Francisco  Employees'  Retirement  System  is 
to  employ  a workforce  which  reflects  the  diverse  composition 
of  the  San  Francisco  labor  market.  It  shall  be  the  goal  of 
this  department  during  fiscal  year  ending  June  30,  1993  to  fill 
those  positions  which  become  vacant  with  qualified  individuals 
in  those  areas  of  under-utilization  reflected  in  the 
utilization  analysis  of  our  current  labor  force. 

The  Retirement  System  is  anticipating  one  vacancy  in  the 
Officials  and  Administrators  category  and  vacancies  in  the 
Professionals  category.  These  vacancies  will  be  subject  to 
extensive  outreach  and  recruitment  to  ensure  the  broadest  and 
most  ethnically  balanced  applicant  pool.  Our  goal  is  to 
recruit  for  women,  black,  and  other  minorities  in  these 
categories  consistent  with  our  standards  for  the  best  qualified 
candidate . 

In  the  Office  and  Clerical  category,  we  are  targeting  future 
recruitment  for  blacks . 

The  Retirement  System  also  establishes  affirmative  action  goals 
to  employ  disabled  employees,  either  professional  or  clerical, 
through  "Rule  34",  the  Program  which  provides  for  the  exempt 
employment  of  severely  disabled  individuals. 

The  goal  of  this  department  and  this  administration  has  always 
been  to  achieve  a diverse  multicultural  workforce  of  the 
highest  caliber.  Our  current  workforce  reflects  the  success  of 
our  efforts  in  achieving  our  affirmative  action  goals. 


IX.  DEVELOPMENT  AND  IMPLEMENTATION  OF  EEO/AA  PROGRAMS 


Recruitment 


The  Retirement  System  will  work  cooperatively  and  utilize  the 
technical  assistance  of  the  Civil  Service  Commission,  Human 
Rights  Commission,  and  Commission  on  the  Status  of  Women  to 
coordinate  targeted  recruitment  activities  and  to  analyze 
hiring  results.  This  may  include  assistance  in  identifying 
publications,  organizations,  and  institutions  through  which 
qualified  targeted  minorities  and  women  could  be  reached. 
Where  appropriate,  the  Retirement  System  will  also  seek 
recruitment  assistance  from  various  community  groups. 

The  Retirement  System  will  work  closely  with  the  Civil  Service 
Commission's  Examination  and  Classification  Unit  to  ensure  that 
job  descriptions  accurately  reflect  the  functions  of  the 
position  and  that  education  and  experience  requirements  are  job 
related. 

Managers  and  supervisors  who  interview  and  hire  personnel  will 
be  provided  guidance  on  interviewing  techniques,  including 
sensitivity  to  the  ethnic  and  cultural  diversity  of  San 
Francisco.  Interview  panels  will  include  minorities  and  women. 

Any  temporary  appointments  made  by  the  department  will  take 
into  consideration  those  groups  which  have  been  identified  as 
under-utilized.  Temporary  promotional  appointments  will  be 
based  on  performance,  seniority,  and  affirmative  action  goals. 

The  Personnel  Officer  will  have  responsibility  for  the 
development  and  implementation  of  Affirmative  Action  programs. 


Training  and  Promotional  Opportunities 


The  department  has  provided  sexual  harassment  training  for 
managers  and  supervisors.  Sexual  harassment  training  for  all 
Retirement  employees  is  under  discussion  with  the  Civil  Service 
Management  Development  Unit . 

The  proposed  establishment  of  an  Employee  Benefit  Series  will 
also  provide  upward  mobility  and  cross-training  opportunities 
to  employees  in  the  Health  Service  System  and  the  Retirement 
System.  The  department  anticipates  establishment  of  the  series 
this  fiscal  year. 

Promotional  opportunities  will  be  publicized  and  posted  so  that 
employees  will  be  encouraged  to  apply  for  them. 

Training  opportunities,  offered  by  the  Civil  Service  Commission 
or  other  entities,  will  be  available  to  all  employees. 
Employees  will  be  encouraged  to  participate  in  skills 
development  and  upward  mobility  training. 

Complaint  Resolution  Procedures 

All  employees  have  the  opportunity  to  file  written  and/or 
verbal  complaints  with  departmental  managers.  All  employees 
will  be  informed  of  Civil  Service  Commission's  grievance 
procedures  and  appeal  rights.  If  there  is  not  a satisfactory 
resolution  to  the  complaint  filed  with  the  departmental 
manager,  staff  has  the  opportunity  to  go  to  the  General 
Manager,  or  her  designate,  and/or  an  appropriate  union 
representative . 

The  Personnel  Officer  will  review  and  analyze  standards  used 
for  terminations,  demotions,  disciplinary  actions,  and  layoffs 
to  ensure  that  they  do  not  have  a disparate  impact  upon  any 
protected  class. 


X.  AUDIT  AND  REPORTING 


The  Retirement  System  General  Manager  will  annually  evaluate 
the  progress  of  the  Affirmative  Action  program  by  maintaining 
pertinent  data  and  submitting  that  data  to  the  Civil  Service 
Commission,  Human  Rights  Commission,  and  other  interested 
parties . 

The  Retirement  System  will  establish  an  internal  audit  and 
reporting  system  to  monitor  and  evaluate  progress  of  the 
departmental  Affirmative  Action  program.  Records  relating  to 
employment  decisions  and  affirmative  action  will  be  maintained. 

The  Personnel  Officer,  assisted  by  the  departmental  payroll 
clerk,  shall: 

maintain  updated  data  by  race,  sex,  classification,  status, 
and  salary  for  all  employees; 

maintain  and  submit  upon  request  of  the  General  Manager  the 
following  reports  kept  by  race  and  sex:  appointments, 
separations,  transfers,  upgrades,  and  disciplinary  actions; 

develop  a system  to  monitor  and  measure  the  progress  of  all 
affirmative  action  activities  and  to  make  changes  if  results 
are  not  satisfactory; 

maintain  records  of  employment  interview  evaluations  and 
decisions  made  by  interview  panels  and  personnel  responsible 
for  hiring. 


XI.  DISSEMINATION  OF  AFFIRMATIVE  ACTION  PROGRAM 


All  managers,  supervisors  and  line  employees  at  the  Retirement 
System  will  be  informed  of  the  EEO/AA  policy,  including  their 
responsibility  to  maintain  a workplace  free  of  harassment  and 
procedures  for  filing  complaints  of  discrimination.  Managers 
and  supervisors  will  be  required  to  participate  in  meetings  to 
discuss  responsibilities,  progress  and  problems  in  implementing 
affirmative  action  activities. 

Every  employee  will  be  apprised  of  the  department's  affirmative 
action  policy  through  the  distribution  of  the  Policy  Statement 
on  Equal  Employment  Opportunity  and  Affirmative  Action.  The 
Policy  Statement  is  to  be  distributed  to  each  employee  and  is 
available  for  review  by  interested  parties  as  well  as  the 
public. 

Each  new  employee  will  receive  a copy  of  the  departmental 
Policy  Statement  on  Equal  Employment  Opportunity  and 
Affirmative  Action  upon  commencement  of  employment.  The  EEO/AA 
policy  will  be  included  in  employee  handbooks  and  orientation 
materials . 

A copy  of  the  departmental  EEO/AA  policy  will  be  posted  at  all 
times  on  the  employee  bulletin  board.  Notices  informing 
employees  of  affirmative  action  programs,  such  as  upward 
mobility  and  skills  building  training  classes,  and  promotional 
opportunities  will  be  posted  at  convenient  locations  for  all 
employees  to  review. 

A copy  of  the  Affirmative  Action  Plan  will  be  available  upon 
verbal  or  written  request  to  any  person  by  contacting  the  San 
Francisco  Employees'  Retirement  System  at  1155  Market  St., 
Second  floor,  San  Francisco,  CA  94103. 


XII.  APPENDICIES 


Classifications  in  the  Retirement  System,  by  Occupational 
Categories; 

Departmental  Workforce  Composition  by  Occupational  Categories; 

SF  Administrative  Code  Section  16:  Departmental  Affirmative 

Action  Plans; 

Policy  Prohibiting  Use  of  Slurs  by  City  Officials  and  Employees; 
Policy  Prohibiting  Sexual  Harassment  of  City  Employees; 

Policy  on  Language  Diversity; 

How  to  File  a Discrimination  Complaint; 

Policy  Prohibiting  Discrimination  in  Employment  on  the  Basis  of 
AIDS/HIV  Infection,  or  any  related  medical  signs  or  symptoms. 


Classifications  by  Occupational  Categories 


The  staff 
following 
designated 
12/8/92  in 


of  the  Retirement  System  are  employed  in  the 
classifications,  categorized  by  these  Federal 
occupations,  and  number  of  positions  filled  on 
parenthesis : 


Officials  and  Administrators 

1110  Exec.  Asst,  to  the  G.M. , Retirement  System  (1) 

1112  Retirement  System  General  Manager  (1) 

1113  Deputy  General  Manager,  Retirement  System  (1) 

1114  Administrator,  Retirement  System  (1) 

1115  Chief  Investment  Officer  (1) 

4332  Portfolio  Manager  (3) 

Professionals 

1244  Senior  Personnel  Analyst  (1) 

1650  Accountant  (2) 

1652  Senior  Accountant  (2) 

1654  Principal  Accountant  (3) 

1656  Head  Accountant  (1) 

1658  Chief  Accountant  (1) 

1812  Asst.  Retirement  Analyst  (27) 

1813  Retirement  Analyst  (5) 

1814  Assistant  Actuary  (1) 

1844  Senior  Management  Assistant  (1) 

4331  Security  Analyst  (2) 

8141  Workers'  Compensation  Adjuster  (8) 

8165  Workers'  Compensation  Supervisor  I (4) 

8166  Workers'  Compensation  Supervisor  II  (1) 

Technicians 

1750  Microphoto  Technician  (1) 

1752  Senior  Microphoto  Technician  (1) 

Of f ice /Clerical 
1404  Clerk  (7) 

1424  Clerk  Typist  (1) 

1426  Senior  Clerk  Typist  (3) 

1450  Executive  Secretary  I (1) 

1452  Executive  Secretary  II  (1) 

1602  Calculating  Machine  Operator  (Key  Drive)  (2) 

1626  Junior  Account  Clerk  (13) 

1630  Account  Clerk  (3) 

1706  Telephone  Operator  (1) 

1810  Actuarial  Clerk  (6) 


Elected  or  Exempt 
1816  Actuary  (1) 
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THE  SAN  FRANCISCO  SHERIFF'S  DEPARTMENT 


The  San  Francisco  Sheriff's  Department  administers  four  county  jails, 
three  jail  alternative  facilities,  all  civil  matters  and  provides  security  for 
all  city  and  county  courts. 

The  Sheriff's  Department  is  divided  into  three  areas:  Administration, 

Prisoner  Custody  and  Court  Services. 

Administration  includes  all  staff  associated  with  Personnel, 

Training,  Pre-employment  Background  Investigations,  Internal  Affairs  and  other 
investigations,  Financial  Services,  Capital  Projects  Planning  and  Research  and 
Development . 

Prisoner  Custody  includes  all  personnel  associated  with  the 
processing,  housing  and  security  of  prisoners  in  all  facilities.  Also 
included  are  all  staff  and  operational  costs  associated  with  Work  Furlough, 
Home  Detention,  County  Parole,  Day  Reporting,  Prisoner  Legal  Services,  and 
Pre-Trial  Diversion. 

Court  Services  includes  all  personnel  involved  in  providing  court 
security  and  carrying  out  Civil  enforcements. 

The  San  Francisco  Sheriff's  Department  employs  458  sworn  deputy 
sheriffs  who  are  police  academy  trained  with  full  peace  officer  authority 
throughout  California.  Additionally,  there  are  73  non-sworn  employees  in  this 
Department. 

Training  for  San  Francisco  Sheriff's  Deputies  is  a continuing 
process.  After  completing  a five-week  Department  Jail  Operations  course, 
deputies  spend  19  weeks  at  a state  certified  police  academy;  advanced  officer 
training  is  then  made  available  to  every  officer. 
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An  ethnic/gender  profile  of  the  Department  reflects  Sheriff  Michael 
Hennessey's  commitment  to  recruit  new  deputies  from  all  of  San  Francisco's 
diverse  communities.  The  Department  has  the  highest  representation  of  women 
and  minorities  of  any  major  law  enforcement  agency  in  the  nation  — fully  60% 
of  total  sworn  staff. 
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EQUAL  EMPLOYMENT  OPPORTUNITY  & AFFIRMATIVE  ACTION  POLICY  STATEMENT 


It  is  the  continuing  policy  of  the  SAN  FRANCISCO  SHERIFF'S 
DEPARTMENT  (SFSD)  to  ensure  equal  opportunity  in  recruitment,  selection, 
hiring,  promotion,  assignment,  benefits,  compensation,  training,  transfer, 
layoff,  discipline,  termination,  and  treatment  for  all  employees  and 
applicants  based  on  merit  and  fitness.  The  SFSD  strictly  prohibits 
discrimination  based  on  race,  ethnicity,  national  origin,  gender,  sexual 
orientation,  marital  status,  disability,  medical  condition  (cancer-related), 
AIDS/ARC/HIV  infection,  age,  religion,  or  political  affiliation. 

In  order  to  maintain  equal  employment  opportunity  for  all,  the  SFSD, 
through  a program  of  Affirmative  Action,  will  continue  to  take  agressive  steps 
to  increase  the  profile  of  ethnic  minorities  and  women  in  all  job  categories 
and  in  all  segments  of  the  work  force  where  under  utilization  exists.  This 
Affirmative  Action  concept  will  extend  to  all  employment  and  personnel 
practices  of  the  SFSD. 

The  goal  of  the  SFSD's  Affirmative  Action  program  is  to  ensure  that, 
to  the  degree  possible,  minorities  and  women  who  possess  requisite  skills  will 
be  represented  in  all  job  categories  in  the  Department  work  force  in  the  same 
proportions  as  they  are  represented  in  the  relevant  labor  market. 

In  keeping  with  this  policy,  the  Affirmative  Action  Officer,  managers, 
and  supervisors  are  responsible  for  assuring  that  hiring  of  staff,  promotions, 
assignments  and  training  is  conducted  consistent  with  this  policy,  and  that 
the  work  environment  is  free  of  intimidation,  hostility,  and  racial  or  sexual 
discrimination  and/or  harassment. 
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It  is  the  responsibility  of  all  employees  to  become  knowledgeable  of 
and  to  comply  with  the  SFSD's  Equal  Opportunity/Affirmative  action  policy.  It 
is  also  the  responsibility  of  management  and  supervisory  personnel  to  support, 
comply  with,  and  enforce  the  relevant  federal,  state  and  local  equal 
employment  opportunity  laws,  guidelines  and  requirements  in  a manner 
consistent  with  the  objectives  of  the  Equal  Employment  Opportunity  and 
Affirmative  Action  Programs  of  the  SFSD.  Appropriate  corrective  action  will 
be  taken  against  any  employee  who  fails  to  adhere  to  the  intent  of  this  policy. 

As  the  Sheriff  of  the  City. and  County  of  San  Francisco,  I am 
personally  committed  to  ensure  equal  employment  opportunity  to  all  employees 
and  job  applicants  through  effective  affirmative  action  efforts.  It  is  my 
desire  and  intent  that  a balanced  work  force  will  be  achieved  through 
effective  management  and  commitment  to  this  policy. 


DESIGNATION  OF  RESPONSIBILITY 


The  Chief  Executive  Officer  of  the  San  Francisco  Sheriff's  Department, 
Sheriff  Michal  Hennessey,  has  the  overall  responsibility  for  ensuring 
affirmative  action  and  equal  opportunity  including,  but  not  limited  to 
recruitment,  assignment,  promotion,  retention,  compensation,  training  and 
discipline;  and  for  improving  representation  of  protected  class  members. 

The  Sheriff  has  designated  the  Department's  Chief  Operational  Officer, 
Undersheriff  Walter  Thomas,  as  the  Department's  Affirmative  Asti on  Officer. 

Affirmative  Action  Officer  - Responsitilities 


The  Affirmative  Action  Officer  is  responsible  for  the  overall 
implementation  of  the  Department's  Affirmative  Action  Program  and  shall  work 
in  conjunction  with  the  Sheriff  to  carry  out  the  goals  and  objectives  of  the 
program. 

The  Affirmative  Action  Officer  reports  to  the  Sheriff  and  shall 
administer  and  coordinate  the  Affirmative  Action  Program.  Responsibilities 
include,  but  are  not  limited  to,  the  following: 

1.  Develop  Affirmative  Action  policy  statement  and  programs. 

2.  Identify  Affirmative  Action  problem  areas. 

3.  Assist  in  developing  solutions  to  Affirmative  Action  problems. 
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4. 


Design  and  implement  an  audit  reporting  system  that  will: 

a)  Measure  effectiveness  of  the  Department's  Affirmative  Action 
program. 

b)  Indicate  need  for  remedial  action. 

c)  Determine  the  degree  to  which  goals  and  objectives  have  been 
attained. 

d)  Assure  that  the  Department  is  in  compliance  with  regulatory 
guidelines.  Executive  Orders,  etc. 

5.  Serve  as  liaison  to  minority  organizations,  community  action 
groups,  women's  organizations  and  other  protected  class  members' 
organizations  concerned  with  employment  opportunities  and 
Affirmative  Action. 

6.  Keep  abreast  of  developments  in  the  Affirmative  Action  arena  and 
keep  the  Sheriff  informed  accordingly. 

7.  Work  with  Personnel  to  develop,  maintain  and  audit  methods  of 
effective  recruitment,  screening,  and  interviewing. 

8.  Review  of  selection,  training,  transfer  and  promotion  practices  and 
evaluation  of  employees  to  comply  with  regulatory  guidelines. 

9.  Review  the  qualifications  of  all  employees  to  ensure  that  all 
protected  classes  are  given  full  opportunities  for  transfers  and 
promotions. 

10.  Assist  with  the  Department's  recruitment  efforts  with  identified 
target  areas. 

11.  Conduct  periodic  Affirmative  Action  meetings  to  monitor  and 
evaluate  program  progress. 
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I.  Total  Department/Di vi sion  Composition  and  Utilization 


Use  a separate  form  for  department  and  each  division. 
If  by  Division,  identify: 


As  of  6/30/91 


Bv  Race / Ethn i c i tv  Number  Percent 


Whi  te 

242 

44% 

B1  ack 

150 

27% 

Hi soani c 

67 

12% 

Asian 

58 

11% 

Filipino 

31 

6% 

Amer  Indian 

0 

0% 

Bv  Gender 

Male 

399 

73% 

Female 

149 

27% 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

9.97. 

NO 

11.27. 

NO 

15.37. 

-4.3% 

YES 

5.47. 

NO 

0.47. 

-0.4% 

NO 

20% 

NO 

Total 548  100% 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 
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P^rfr^V-ii-inn  ana  Utilization  dv  uccucanondj. 

Use  i separate  form  for  each  category,  or  category  within  a divis.on. 

pafpnnrv:  HFFT HALS  AND  ADMINISTRATORS 

Tf  bv  division.  identify: 


Rv  Race/Ethnicitv 

White — 


Asian 


As  of  6/30/91 


Variance 
(-  only) 


Filipino  _ 
Am pt  Indian 


Female 


Total . 


4 

57% 

2 

29e% 

1 

14% 

0 

0% 

0 

0% 

0 

0% 

6 

86% 

1 

14% 

7 

100% 

9.9% 


11.2% 


15.: 


5.4% 


0.4% 


20% 


-15.3% 

- 5 . 4% 

- 0.4% 


6% 


AA  Goal? 
Yes/No 


NO 


NO 


YES 


NO 


YES 


ar-irmstive  action  goals  are  needed  if  a)  total  number  of  employments  is 

BZJSJS  SflRSB  SWWMEW  •"  * 

or  greater . 

Identify  the  largest  classes  in  this  category  and  number  of  positions 
each: 


CHIEF  DEPUTY  SHERIFF  - .3 


II.  Composition  and  Utilization  bv  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  PROFESSIONALS 


If  bv  di vi sion . identify: 

Bv  Race/Ethnici tv 

As  of  6/30/91 
Number  Percent 

Aval  1 abi 1 i ty 

Variance 
(-  onl y) 

AA  Goal 
Yes/No 

White 

30 

63% 

Black 

13 

27% 

9.9% 

Hi  SDani c 

3 

6% 

11.2% 

-5.2% 

YES 

Asian 

1 

2% 

15.3% 

-13.3% 

YES 

Fi 1 i oi no 

1 

2% 

5.4% 

-3.4% 

YES 

Amer  Indian 

0 

0% 

0.4% 

-0.4% 

NO 

Bv  Gender 

Male 

32 

67% 

Fema 1 e 

16 

33% 

■ 20% 

NO 

Total 

48 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each : 

8310  Sheriff's  Lieutenant 19 


8419  Prisoner  Services  Counsel  or-  — 16 
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II.  Composition  and  Utilization  bv  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 

Category:  PROTECTIVE  SERVICES 

If  bv  division,  identify: 


Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Avai 1 abi 1 i tv 

Vari ance 
(-  only) 

AA  Goal 
Yes/No 

White 

158 

40% 

Black 

117 

29% 

9.9% 

NO 

Hi soani c 

52 

13% 

11.2% 

NO 

Asian 

48 

12% 

15.3% 

-3.3% 

YES 

Fi  1 i d i no 

22 

; 6% 

5.4% 

NO 

Amer  Indian 

0 

0% 

0.4% 

-0.4% 

YES 

Bv  Gender 

Male 

287 

72% 

Female 

110 

28% 

.20% 

NO 

Total 

397 

100% 

Affirmative  action 

goals  are 

needed  if 

a)  total  number 

of  employments  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 

Admini stratcrs ; and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1” 

or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 


each: 

8304  Deputy  Sheriff-- 311 

8306  Senior  Deputy  Sheriff- 82 
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II 


Compos i ti on  and  Utilization  bv  Occupation^ 


Category 


Use  a separate  form  for 

each 

category, 

or  category  within  a division. 

fatpnnrv  TECHNICIANS 

Tf  hv  division,  identify: 

Rv  Race / Ethn i c i t v 

As  of  6/30/91 
Number  Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

22 

69% 

6 

19% 

9.9% 

NO 

Hi  s n a n i c 

1 

3% 

11.2% 

-8.2  % 

YES 

Asian 

1 

3% 

15.3% 

-12.3 

YES 

F i i i o i no 

2 

; 6% 

5.4% 

Amer  I nd  i an 

0 

0% 

0.4% 

-0.4 

NO 

Bv  Gender 

Male 

28 

88% 

Fema 1 e 

4 

12% 

20% 

-8% 

YES 

Total 

32 

100% 

Affirmative  action 
greater  than  20  or 
Administrators;  anc 

goals  are  needed  if  a)  total  number  of  employments  is 
occupational  category  is  "A"  Officials  and 
i b)  variance  multiplied  by  total,  when  rounded  off  is 

or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each : 

RRD8  Sheriff's  Sergeant 32 
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y j mmnosition  and  Utilization  bv  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division 
fateciorv:  SERVICE/MAINTENANCE 


If  bv  divi sion,  identify: 


R v Race/Ethnicitv 
Whi  te 

As  of 
Number 

10 

6/30/91 

Percent 

56% 

Avail abi 1 i ty 

B1  ack 

5 

28% 

9.9% 

Hi sDani  c 

3 

17% 

11.2% 

As  i an 

0 

0% 

15.3% 

F i 1 i □ i no 

0 

0% 

5.4% 

Amer  Indian 

0 

0% 

0.4% 

Bv  Gender 

Male 

17 

94% 

Femal e 

1 

6% 

-45.2% 

Total 

18 

100% 

Variance  AA  Goal ? 

(-  only)  Yes/No 


-15.3% 


-5.4% 


-0.4% 


-39% 


Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
ar-ater  than  20  or  occuDational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  orr  is 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form 

for  each 

category, 

or  category 

within  a division. 

Cateaorv:  SKILLED 

CRAFT 

If  bv  divi sion,  identify: 

Bv  Race/Ethni ci tv 

As  of  6/30/91 
Number  Percent 

Avai 1 abi 1 i tv 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

11 

84% 

Black 

1 

8% 

9.9% 

-1.9% 

Hi SDani c 

0 

0% 

11.2 

-11.2% 

Asian 

0 

0% 

15.3% 

-15.3% 

Fi  1 i d i no 

1 

8% 

5.4% 

Amer  Indian 

0 

0% 

0.4% 

-0.4% 

Bv  Gender 

Male 

13 

100% 

Female 

0 

0% 

• 6.9% 

Total 

13 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

7334  Stationary  Engineer 11 
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II.  Composition  and  Utilization  bv  Occupational  Category 


Use  a separate  form 

for  each 

category, 

or  category 

within  a division. 

Cateaorv:  OFFICE/CLERICAL 

Tf  bv  division,  identify: 

Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Avai 1 abi 1 i tv 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

Whi  te 

6 

18% 

Black 

7 

21% 

9.9% 

Hi soani c 

7 

21% 

11.2% 

Asian 

8 

24% 

15.3% 

Fi  1 i d i no 

5 

15% 

5.4% 

Amer  Indian 

0 

0% 

0.4% 

-0.4% 

NO 

Bv  Gender 

Male 

15 

45% 

Fema 1 e 

18 

55% 

. 45.2% 

Total 

33 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Admini stratcrs ; and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 


each: 

8301  Sheriff's  Property  Keeper 11 

8108  Senior  Legal  Process  Clerk 9 

1424  Clerk  Typist 4 
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III.  Composition  and  Utilization  by  Classification 


Use  a separate  form  for  each  classification  with  20  or  more  employments. 


Classification: 

8304  DEPUTY 

SHERIFF 

If  bv  division, 

identify: 

As  of  6/30/91 

Bv  Race/Ethnicity  Number  Percent 

Avai labi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

White 

113 

36% 

B1  ack 

91 

29% 

9.9% 

Hi spani  c 

47 

15% 

11.2% 

Asian 

41 

13% 

15.3%. 

-2.3% 

YES 

Fi  1 ipi  no 

19 

6% 

5.4% 

Amer  Indian 

0 

0% 

0.4% 

-0.4% 

YES 

Bv  Gender 

Male 

222 

71% 

Femal e 

89 

29% 

20% 

NO 

Total 

311 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater. 


I 
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•TIT.  Composition  and  Utilization  by  Classification 
Use  a separate  form  for  each  classification  with  20  or  more  employments. 

n accif i ration:  8306  SENIOR  DEPUTY  SHERIFF 

If  bv  division,  identify: 


Bv  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal? 
Yes/No 

White 

45 

55% 

Bl  ack. 

25 

30% 

9.9% 

NO 

H i span i c 

4 

5% 

11.2% 

-6.2% 

YES 

Asian 

6 

7% 

15.3% 

-8.3% 

YES 

Fi 1 i Di no 

2 

2% 

5.4% 

-3.4% 

YES 

Arne r Indian 

0 

0% 

0.4% 

-0.4% 

NO 

Bv  Gender 

Male 

62 

76% 

Fema 1 e 

20 

24% 

20% 

NO 

Total 

82 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
arpater  than  20  or  occupational  category  is  A Officials  ana 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is 
or  greater. 


■TTT  Composition  and  Utilization  by  Classification 
Use  a separate  for,  for  each  classification  with  20  or  more  employments. 


n ^sificationj_ 


8308  SHERIFF'S  SERGEANT 


ntify: 

Ry  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Availability 

Variance 
(-  only) 

AA  Goal 
Yes/No 

Whi  fP 

22 

69% 

6 

19% 

9.9% 

NO 

Black.  

1 

3% 

11.2% 

-8.2 

YES 

1 

3% 

15.2% 

-12.2 

YES 

As  i an 

2 

6% 

5.4% 

NO 

Fi 1 i oi no 

m n T n H T A n 

0 

0% 

0.4% 

-0.4% 

nO 

Bv  Gender 

Male 

28 

oo 

00 

4 

12% 

20% 

-8% 

YES 

Femal e 
Total 

32 

Affirmative  action  goals  are  nee  e ^ ^ Qfficia1s  and 

Administrators';  M n«  multiplied  by  total,  when  rounded  off  is  T 

or  greater . 


i 


17 


REVIEW  OF  PAST  YEAR'S  EEO/AA  PERFORMANCE 


The  San  Francisco  Sheriff's  Department  conducts  bi-annual  recruitment 
campaigns.  The  Department's  commitment  to  recruiting  and  hiring  women  and 
ethnic  minorities  has  established  an  extraordinary  consistent  affirmative 
action  record.  Within  the  national  law  enforcement  community,  the  San 
Francisco  Sheriff’s  Department  has  set  the  standard  for  the  recruitment, 
hiring,  promotion,  training  and  retention  of  minority  and  women  officers. 

The  San  Francisco  Sheriff  Department's  recruitment  team  works 
vigorously  with  minority  community  leaders,  organizations  and  minority  media 
in  order  to  reach  those  men  and  women  who  have  traditionally  been  denied  an 
equal  opportunity  in  public  safety  careers. 

The  following  summary  of  the  1990  recruitment  campaign  is  a clear 
indication  of  the  positive  effects  of  our  efforts. 


San  Francisco  Sheriff’s  Department 
Recruitment  Drive  1990 


White 

Black 

Hispanic 

Asian 

Filipino 

Pac.  Isl. 

Other 


Total 

Males:  809 

Total  # 

% of  Total 

154 

19% 

213 

26% 

88 

11% 

135 

17% 

211 

26% 

3 

0% 

5 

0% 

Total 

Females:  334 

Total  # 

% of  Total 

84 

25% 

160 

48% 

35 

10% 

27 

8% 

25 

7% 

0 

0% 

3 

0% 

As  these  statistics  clearly  illustrate,  our  last  recruitment  campaign 


was  very  successful  in  reaching  into  communities  that,  historically,  have  been 
by-passed  by  the  law  enforcement  establishment . Of  the  809  male  respondents, 
more  than  80%  were  ethnic  minorities.  Additionally,  of  the  1143  resondents, 


nearly  30%  were  women. 
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During  1991/  the  San  Francisco  Sheriff's  Department  hired  47  new 
officers.  Nearly  28%  (13)  of  these  new  hires  are  women.  Of  the  remaining  34 
new  officers  hired,  more  than  two-thirds  (23)  are  minorities. 


1991  Hires 

Male  / Female 

Black  9 6 

Asian  3 1 

Hispanic  6 1 

Filipino  5 0 

White  ll  5 

Total  34  13 

During  1991,  there  were  14  promotions  in  the  San  Francisco  Sheriff's 
Department.  Of  this  number,  10  are  minorities  and  4 are  women. 

The  San  Francisco  Sheriff's  Department  is  proud  of  its  last  successful 
recruitment  campaign  and  the  positive  results  in  terms  of  hiring  women  and 
minorities.  The  Department  is  currently  conducting  a new  recruitment  drive 
and  is  anticipating  similar  results.  This  year  particular  emphasis  is  being 
placed  on  the  successful  recruitment  of  an  even  greater  number  of  Asian  women 
and  men,  as  well  as  women  in  general  and  other  ethnic  minorities. 

TRAINING 

During  the  past  year,  the  Department  provided  extensive  training  to 
all  employees  in  an  effort  to  maintain  a workplace  free  of  harassment. 
Specific  training  was  provided  prohibiting  sexual  harassment,  racial 
harassment  and  other  prohibitive  conduct.  This  training  is  a formal  part  of 
the  Department's  on-going  commitment  to  maintain  a harassment -free  workplace. 
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.1.  Affirmative  Action  Goals  by  Total  Department 


Use  a separate  form  for  department  and/or  division,  bureau  or  unit  for  which 
the  Utilization  Analysis  indicates  goals  are  needed. 

Department/Division:  06/Sheriff 's 

Anticipated  Vacancies:  Number  and  description. 

20-25  - 8304  DEPUTY  SHERIFFS 


Affirmative 

Action  Goals  for 

June  30,  1993 

Taraet  Grouo  Underutilized 

New  Hires/ 

Total 

Percent 

Promotions 

ASIAN 

+10 

68 

11.7% 

(3  hired  since  07/01/91) 

Goals  may  include  accomplishments  made  since  7/1/91. 

i 
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71.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  OFFICIALS  & ADMINISTRATORS 

If  bv  division,  identify: 

Anticipated  Vacancies:  Number  and  description. 

No  anticipated  vacancies,  budget  crisis  is  likely  to  cause  a reduction  in 
this  category  (one  position).  Therefore,  it  it  not  realistic  to  establish 
additional  goals  in  this  category. 


Affirmative  Action  Goals  for  June  30,  1993 


Taraet  GrouD  Underutilized  New  Hires/ 

Total 

Percent 

Promotions 

FEMALE  1 

1 

14% 

The  stated  goal  (1  female) 
was  accomplished  since  07/01/91. 

Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  PROFESSIONAL 

If  by  division,  identify: 

Anticipated  Vacancies:  Number  and  description. 

2 - 8310  SHERIFF’S  LIEUTENANT  - Replacements 


Aff i rmati ve 

Action  Goals  for 

June  30,  1993 

Target  GrouD 

Underuti 1 ized 

New  Hires/ 

Total 

Percent 

ASIANS 

Promotions 

1 

2 

4.2% 

{ 

Goals  may  include  accomplishments  made  since  7/1/91. 
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jj  Affirmative  Action  Goals  bv  Occupational  Category 


ijrp  a separate  form  for  each  category. 

Mu«-t  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  TECHNICIANS 

If  bv  division,  identifvj 

Anticipated  Vacancies:  Number  and  description. 

5.7  8308  SHERIFF'S  SERGEANTS-  replacements  and  new  positions 


Aff i rmati ve 

Action  Goals  for 

June  30.  1993 

Target  Group 

iJnderuti  1 ized 

New  Hires/ 

Total 

Percent 

Promotions 

ASIANS 

2 

3 

9.9% 

WOMEN 

1 

5 

15..22L 

♦NOTE:  One  Asian  Sergeant  promoted  since  07/01/91^ 

Goals  may  include  accomplishments  made  since  7/1/91. 
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TT  flf-Fi rmati vD  Action  Goals  bv  Occupational  Cateaorv 

Use  a separate  form  for^each^category.^^  ^ ^ Qr  more  employees  and  at 

’JUeastbone°variance  identified  in  the  Utilization  Analysis. 


PROTECTIVE  SERVICES 

if  hv  division,  identify: ■ 

Anticipated  Vacancies:  Number  and  description. 

oc  ,n  anna  nFPUTY  SHERIFFS  - Replacements  and  new  positions 

^ 8306  SENIOR  DEPUTY  SHERIFFS  -Replacements  and  new  positions 


Aff i rmati ve 

Action  Goals  for 

.Tune  30.  1993 

Tarqp-I-  GfOUD 

iinderuti  1 ized 

New  Hires/ 
Proroot i on  s 

Total 

Percent 

ASIAN 

13 

61 

14.35% 

*MJTE:  3 Asian  deputies  hired  since  07/01/91-  _ 

♦NOTE:  3 Asian  Senior  deputies  promoted  since  07/01/91 

Goals  may  include  accomplishments  made  since  7/1/91. 
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TTT  Affirm*tive  Action  Goals  by  Classification 

Use  a separate  form^for^eachi  cl  ass  If  ^cati^°n^ich  ^ 2Q  Qr 

atSleattCone  variance  identified  in  the  Utilization  Analys 

ratification:  8304  DEPUTY  SHERIFF 

Tf  by  division,  identify.; " 

Anticipated  Vacancies:  Number  and  description. 


more  employees  and 
is. 


25  - 30  Replacements  and  new  positions 


Affirmative  Action  Goals  for  Tune  30.  1993 


Target  Group  Underutilized 


New  Hires/ 
Promotions 


Total 


ASIANS 


10 


47 


Percent 

14.2% 


♦NOTE:  3 Asian  deputies  hired  since  07/01/91.  — 

Goals  may  include  accomplishments  made  since  7/1/91 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  8306  SENIOR  DEPUTY  SHERIFF 

If  bv  division,  identify:  

Anticipated  Vacancies:  Number  and  description. 

10  Replacements  and  new  positions 


Affirmative 

Action  Goals  for 

June  30,  1993 

Taraet  GrouD 

Underuti 1 ized 

New  Hires/ 

Total 

Percent 

Promotions 

ASIAN 

3 

9 

_ 10.3% 

HISPANIC 

3 

7 

8.5% 

FILIPINO 

1 

3 

3 . 7% 

*NOTE:  3 Asian  Senior  deputies  promoted  since  07/01/91. 

*NDTE:  1 Hispanic  female  Senior  deputy  promoted  since  07/01/91. 
Goals  may  include  accomplishments  made  since  7/1/91. 


« 
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III.  Affirmative  Action  Goals  by  Classification 


Use  a separate  form  for  each  classification. 

Must  be  completed  for  each  classification  which  has  20  or  more  employees  and 
at  least  one  variance  identified  in  the  Utilization  Analysis. 

Classification:  8308  SHERIFF'S  SERGEANT 

If  bv  division,  identify: 

Anticipated  Vacancies:  Number  and  description. 

5-7  Replacements  and  new  positions 


Affirmative 

Action  Goals  for 

June  30,  1993 

Taraet  Group 

Underuti 1 ized 

New  Hires/ 

Total 

Percent 

ASIAN 

Promotions 

2 

3 

9.1% 

WOMEN 

1 

__5 

-15.1* 

*NOTE:  1 Asian  Sergeant  promoted  since  07/01/91.  

Goals  may  include  accomplishments  made  since  7/1/91. 
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AFFIRMATIVE  ACTION  PROGRAMS 


A.  Affirmative  Action  Understanding  and  Support 

The  Affirmative  Action  officer  is  responsible  for  the  administration 
of  affirmative  action  in  the  Sheriff's  Department,  and  has  sufficient 
authority,  training  and  resources  to  ensure  that  staff  are  responsible  for 
implementing  all  affirmative  action  policies  and  directives. 

B.  Recruitment  and  Outreach 

During  the  past  twelve  years,  the  San  Francisco  Sheriff's  Department 
has  conducted  six  recruitment  drives  for  the  position  of  8304  deputy  sheriff. 
No  other  public  safety  agency  in  the  nation  has  approached  the  Sheriff's 
Department's  success  in  the  recruitment,  hiring,  promotion,  and  assignment  of 
African  American,  Asian,  Filipino,  Hispanic,  Pacific  Islander,  gay  and  lesbian 
candidates. 

Due  to  targeted  recruitment,  the  previous  five  recruitment  efforts 
resulted  in  an  average  of  80%  women  and  minority  candidates  applying  with  the 
Sheriff's  Department.  As  of  July  2,  1992,  the  specific  results  of  the 
March-May  1992  recruitment  drive  have  not  been  tabulated  by  Civil  Service,  but 
of  the  1,297  interested  applicants  who  came  to  the  Sheriff's  Department 
recruitment  desk  at  Room  333  City  Hall,  88%  (1,142)  were  women  and  minorities. 

All  of  the  Bay  Area's  many  minority  communities  are  included  in 
Sheriff's  Department  bi-yearly  recruitment  efforts.  We  keep  an  ongoing, 
frequently  updated,  list  of  community  organizations  and  persons  who  can  best 
assist  us  in  reaching  those  men  and  women  who  have  been  traditionally  excluded 
from  law  enforcement  careers. 
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i™  Minority  and  women's  media  are  critical  components  of  our  recruitment 

drives — from  taking  paid  ads,  to  providing  hard  news  coverage,  to  gaining 
editorial  support. 

Prior  to  each  8304  recruitment  drive.  Sheriff  Hennessey  distributes  an 
announcement  to  all  Department  personnel  describing  the  length  of  the  upcoming 
recruitment  effort,  the  location  of  our  recruitment  desk,  the  recruitment 
hotline  phone  number,  and  the  application  distribution  date. 

Employees  in  other  civil  service  classifications  and  from  other  city 
department,  are  informed  of  the  Sheriff's  Department  recruitment  drive,  where 
to  get  more  information,  and  where  to  apply. 

C*  Selection  and  Hiring  Procedures 

All  selection  and  hiring  procedures  are  determined  by  the  Civil 
Service  Commission  Examination  Unit  with  the  assistance  of  Sheriff's 
Department  personnel. 

All  oral  interviews  panels  include  women  and  minority  participants. 

D.  Upward  Mobility  Training  and  Promotive  Opportunities 

Minorities  and  women  are  represented  in  supervisorial  and  management 
positions  within  the  San  Francisco  Sheriff's  Department  (see  1992  Sheriff's 
Department  Affirmative  Action  Report). 

All  acting  or  temporary  assignment  procedures  reflect  the  Department's 
commitment  to  affirmative  action  goals. 

All  Department  personnel  have  equal  access  to  ongoing  advanced  officer 
| training  and  all  other  state  mandated  and  Department  generated  training. 
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E.  Training 

As  part  of  the  department’s  on-going  commitment  to  maintain  a 
harassment -free  work  place,  the  department  will  continue  to  provide  training 
to  all  employees  in  an  effort  to  accomplish  this  goal.  Specific  training  will 
be  delivered  regarding  the  prevention  of  sexual  harassment,  racial  harassment 
and  other  prohibited  conduct.  Also,  the  department  will  expand  its  cultural 
diversity  training  program. 

F.  Complaint  Procedure 

In  an  effort  to  discourage  harassment  and  discrimination  in  the  work 
place,  the  department  has  established  a harassment  complaint  procedure.  This 
procedure  encourages  all  employees  to  report  any  incidence  of  harassment 
and/or  discrimination  immediately  to  one  of  the  following: 

a)  Immediate  supervisor  or  other  appropriate  manager. 

b)  The  department's  Internal  Affairs  unit  and/or; 

c)  Directly  to  the  Under sheriff  or  Sheriff. 

The  procedure  also  designates  the  Sheriff's  Assistant  Legal  Counsel 
as  the  department's  harassment/discrimination  investigator. 

All  complaints  shall  be  treated  seriously  and  handled  expeditiously 
in  an  effort  to  hold  employees  accountable  for  their  behavior  and  to  take 
appropriate  corrective  and/or  disciplinary  action. 
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AUDITING  AND  REPORTING 


In  order  to  measure  the  status,  visibility,  and  effectiveness  of  the 
department's  affirmative  action  program,  the  following  auditing  and  reporting 
process  will  be  utilized. 

1)  The  Department's  Affirmative  Action  Officer  will  report  to  the 
Sheriff  any  deficiencies  relative  to  compliance  with  this  plan  as 
they  occur. 

2)  Periodically,  the  Affirmative  Action  Officer  will  issue  a progress 
report  to  the  Sheriff  which  will  present  the  following  information: 

a)  Current  workforce  utilization  by  ethnic  group  and  gender  for 
each  job  category  by  job  classification. 

b)  All  new  hires  by  job  classification. 

c)  All  hires,  terminations  and  promotions  by  ethnic  group  and 
gender  for  each  job  classification. 

3)  The  Department's  Affirmative  Action  Officer  will  complete  an 
annual  Affirmative  Action  Report. 

4)  The  annual  Affirmative  Action  Progress  Report  will  be  submitted  to 
the  Mayor,  Board  of  Supervisors,  Civil  Service  Commission,  Human 
Rights  Commission,  and  other  regulatory  agencies  as  required. 

5)  The  annual  Affirmative  Action  Progress  Report  will  be  provided  to 
interested  community  groups  upon  request. 
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DISSEMINATION 


The  Department's  Affirmative  Action  Officer  shall  inform  all  managers 
and  supervisors  in  the  department  of  its  equal  employment  opportunity  and 
affirmative  action  policy,  and  of  their  responsibilities  to  implement  the 
affirmative  action  program. 

All  employees  of  the  department  shall  be  informed  of  the  Sheriff's 
policy  for  equal  employment  opportunity  and  affirmative  action.  Further,  all 
employees  of  the  department  shall  be  informed  of  their  responsibility  to 
maintain  a workplace  free  of  harassment.  All  employees  of  the  department 
shall  be  informed  of  procedures  for  filing  conplaints  of  discrimination. 

Every  department  facility  shall  receive  a copy  of  the  Department's 
Affirmative  Action  Plan.  Individual  copies  of  the  Plan  shall  be  available  in 
the  Personnel  Office.  Each  Facility  Commander  shall  have  a copy  of  the 
Department's  Affirmative  Action  Plan. 

A letter  from  the  Sheriff,  reaffirming  the  Department's  commitment  to 
Affirmative  Action,  shall  be  sent  to  all  employees  at  the  beginning  of  each 
recruitment  campaign. 

An  Affirmative  Action  Statement  shall  be  posted  in  the 
Personnel/Recruitment  Office. 

The  Department's  Affirmative  Action  Officer  shall  ensure  that  employee 
organizations,  community  groups  and  members  of  the  public  can  review  the 
Department's  Affirmative  Action  Plan. 
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SAN  FRANCISCO  DEPARTMENT  OF  SOCIAL  SERVICES 
AFFIRMATIVE  ACTION  PLAN 
SEPTEMBER  1992 


POLICY  STATEMENT 


The  Department  of  Social  Services  is  an  equal 
opportunity  and  affirmative  action  employer.  As  I 
year,  this  is  an  action  statement  that  directs  our 
actively  seek,  recruit,  hire  and  promote  people 
cultural  and  ethnic  backgrounds. 


employment 
stated  last 
efforts  to 
of  diverse 


I believe  we  have  shown  our  total  commitment  to  affirmative 
action.  Thanks  to  the  active  participation  of  the  Affirmative 
Action/Civil  Rights  Officer  in  top  management  meetings, 
affirmative  action  and  civil  rights  considerations  have  been 
incorporated  into  the  department's  decision  making  process.  In 
addition,  the  AA  Officer  has  provided  employees  and  outside 
advocacy  groups  with  forums  to  voice  their  concerns  and  make 
suggestions  for  improvements  in  the  department's  programs. 

We  have  significantly  improved  our  recruitment  efforts  to. reach 
out  to  a wide  variety  of  groups  that  represent  the  City's  diverse 
population.  As  a result,  our  examination  pools  consistently 
include  people  from  many  backgrounds  and  ethnicities. 

Last  year  Hispanics,  African  Americans  and  Asians  were 
under-represented  in  our  first  line  supervisory  work  force.  This 
year  we  have  promoted  employees  from  these  ethnic  categories. 
While  we  are  proud  of  our  accomplishments,  we  will  strive  to 
improve  our  record  in  the  coming  year. 

We  have  also  taken  several  steps  to  improve  career  opportunities 
for  all  employees  in  the  department.  We  continue  to  look  at 
issues  related  to  employee  development  especially  since  we 
anticipate  completion  of  the  classification  study  which 
establishes  a career  ladder  and  additional  opportunities  for 
promotion . 

In  the  coming  year,  the  department  is  committed  to  continue  the 
equal  employment  opportunity  and  affirmative  action  efforts.  I 
will  continue  to  work  with  all  employees  and  employee  groups 
regardless  of  race,  gender,  national  origin,  age,  color,  religion, 
sexual  orientation,  marital  status,  or  individuals  with  medical 
conditions  or  disabilities  to  ensure  these  efforts. 

Sally  (Kipper 

Acting  General  Manager 
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DEPARTMENT  OF  SOCIAL  SERVICES 
AFFIRMATIVE  ACTION  ADVISORY  COMMITTEE 


The  membership  of  the  Department  of  Social  Services'  Affirmative 
Action  Advisory  Committee  is  composed  of  department 
representatives  from  various  ethnic  and  other  employee  groups  and 
interests.  There  are  twelve  members  on  the  committee  representing 
the  following: 

o AIDS  Awareness  Group 
o Asian  American  Association  of  DSS 
o Black  Employees  Association  of  DSS 
o Employees  with  Disabilities 

o Filipino  American  Employees'  Social  Services  Association 
o Hispanic  Employees 
o SEIU  Local  535 

o Five  Membe r s-at-La rge  Representing  a Variety  of  Income 
Maintenance  and  Service  Programs 


The  duties  and  responsibilities  of  the  DSS  Affirmative  Action 
Advisory  Committee  are  to: 

1.  Monitor  and  advise  the  Department  on  employee 

EEO/Af f i rmat ive  Action  concerns. 

2.  Monitor  the  Department's  hiring  patterns,  practices  and 
assist  in  the  recruitment  of  under-represented  groups  in 
all  job  categories  at  DSS. 

3.  Develop  the  employment  opportunities  for  all  employees  in 
the  Department  by  recommending  and  coordinating  specific 
trainings,  promotion  and  career  advancement  goals  and 
programs . 

4.  Promote  and  develop  cultural  sensitivity  awareness 

trainings  within  the  Department  to  ease  racial  tensions 
among  the  employees. 


City  And  County  Of  San  Francisco 
Department  Of  Social  Services 
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AFFIRMATIVE  ACTION  OBJECTIVE 


The  San  Francisco  Department  of  Social  Services  (SF  DSS)  is 
committed  to  providing  equal  employment  opportunities  and  a 
harassment  free  work  environment  for  all  employees.  SF  DSS 
reaffirms  its  legal  and  moral  obligation  to  provide  each  and  every 
employee  a discriminatory  free  and  fair  employment  experience. 

The  Department  of  Social  Services  will  achieve  this  objective  by: 

1.  Establishing  and  enforcing  policies  that  prohibit  the 
discrimination  of  individuals  based  on  race,  sex, 
religion,  national  origin,  ethnicity,  age,  physical  or 
other  disabilities,  marital  status,  medical  condition,  or 
sexual  orientation. 

2.  Addressing  the  issue  of  under-utilization  — created  by 
artificial  barriers  — of  specific  targeted  ethnic  and 
gender  groups  by  encouraging  and  assisting  them  to 
qualify  on  the  basis  of  merit  and  ability  for  the  vacant 
positions . 

3.  Promoting  the  hire  of  employees  through  career 

development  programs,  training  programs,  internal  job 
postings,  and  reassignment  opportunities. 

4.  Recruiting  and  hiring  of  qualified  minorities,  women, 

persons  with  disabilities  and  persons  regardless  of 
sexual  orientation  outside  the  Department  when  necessary. 


PURPOSE  OF  THE  AFFIRMATIVE  ACTION  PLAN 


The  purpose  of  the  Department  of  Social  Services'  Affirmative 
Action  Plan  is  to:  (1)  reaffirm  its  policies  prohibiting  the 
discrimination  of  employees  based  on  race,  sex,  religion,  national 
origin,  ethnicity,  age,  physical  handicap  or  other  disabilities, 
marital  status,  medical  condition,  or  sexual  orientation;  (2) 
ensure  that  affirmative  action  principles  are  integrated  in  all 
employment  practices  such  as,  hiring,  retention,  promotion, 
transfer,  demotion,  dismissal,  referral,  benefits,  compensations 
and  other  employment  conditions;  (3)  examine  the  current  work 
force  utilization  of  the  Department  and  provide  a guideline  for 
the  implementation  of  procedures  and  activities  which  will  attempt 
to  address  the  under-utilization  of  target  groups;  (4)  provide, 
through  the  implementation  of  this  plan,  a means  for  upward 
mobility/career  ladders  for  long-term  employees;  and  (5)  identify 
and  implement  a comprehensive  and  systematic  procedure  that  will 
support  and  provide  a discrimination  free  work  environment. 

Implementation  of  this  Affirmative  Action  Plan  will  be  on-going 
and  updated  annually. 
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On  a semiannual  basis,  the  Administration,  the  Department's 
Affirmative  Action  Advisory  Committee,  the  Department's  Program 
Managers,  and  the  Department's  Affirmative  Action  Coordinator  will 
monitor  the  Affirmative  Action  Plan's  successes  and  correct  the 
plan's  deficiencies.  The  Department's  employees  are  invited  to 
also  monitor  and  review  the  progress  of  the  Plan.  Recommendations 
and  suggestions  to  improve  the  Department's  AA  Plan  will  be 
solicited  from  all  protected  groups  listed  above. 


DEVELOPMENT  AND  IMPLEMENTATION  OF  THE  AFFIRMATIVE  ACTION  PROGRAM 


The  Affirmative  Action  Coordinator  is  responsible  for  preparing 
and  implementing  the  Affirmative  Action  Plan  for  the  Department  of 
Social  Services.  The  Plan  will  be  updated  annually  in  order  to 
evaluate  the  Department  of  Social  Services'  hiring  process; 
affirmative  action  activities;  and  be  amended  according  to  local, 
state  and  federal  affirmative  action  guidelines. 

The  Affirmative  Action  Coordinator  with  the  assistance  of  the 
Personnel  Office  and  Program  Managers  will  conduct  a semiannual 
analysis  to  determine  whether  or  not  the  gender  and  minority 
representation  of  the  current  work  force  are  meeting  the 
appropriate  hiring  goals  for  the  City  and  County  of  San  Francisco. 
Employment  opportunities  will  also  be  given  to  people  with 
disabilities . 

Each  program  will  be  analyzed  according  to  the  following  job 
categories : 

1.  Official  and  Administrator:  Occupations  in  which  employees 

set  broad  policies,  exercise  overall  responsibility  for 
execution  of  these  policies,  or  direct  individual  departments 
or  special  phases  of  the  agency's  operations,  or  provide 
specialized  consultation  on  a regional,  district  or  area 
basis . 

2.  Professionals:  Occupations  which  require  specialized  and 

theoretical  knowledge  which  is  acquired  generally  through 
college  training. 

3.  Technicians:  Occupations  which  require  a combination  of  basic 

scientific  or  technical  knowledge  and  manual  skill  which  can 
be  obtained  through  specialized  post-secondary  school 
education  or  through  equivalent  on-the-job  training. 

4.  Protective  Service  Workers:  Occupations  in  which  workers  are 

entrusted  with  public  safety,  security  and  protection  from 
destructive  forces. 

5.  Paraprof essionals : Occupations  in  which  workers  perform  some 

of  the  duties  of  a professional  or  technician  in  a supportive 
role,  which  usually  require  less  formal  training  and/or 
experience  normally  required  for  professional  or  technical 
status . 
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6.  Office  and  Clerical:  Occupations  in  which  workers  are 

responsible  for  internal  and  external  communication,  recording 
and  retrieval  of  data  and/or  information  and  other  paperwork 
required  in  an  office. 

7.  Skilled  Craft  Workers:  Occupation  in  which  workers  perform 

job  which  requires  special  manual  skill  and  a thorough  and 
comprehensive  knowledge  of  the  processes  involved  in  the  work 
which  is  acquired  through  on-the-job  training  and  experience 
or  through  apprenticeship  or  other  formal  training  programs. 

8.  Service/Maintenance  Workers:  Occupations  in  which  workers 

perform  duties  which  results  contribute  to  the  comfort, 
convenience,  hygiene  or  safety  of  the  general  public  or  which 
contribute  to  the  upkeep  and  care  of  buildings,  facilities  or 
grounds  of  public  property. 

In  addition,  each  program  will  be  analyzed  by  specific 

classification,  gender  and  ethnic  group. 


UTILIZATION  ANALYSIS 


The  following  tables  represent  an  analysis  of  the  Department  of 
Social  Services'  work  force  by  job  category,  classification, 
program,  ethnic  group,  gender  and  disability  for  fiscal  year 
1991-92. 

The  purpose  of  an  utilization  analysis  is  to  identify  where 
minorities  and  women  are  not  employed  in  proportion  to  their 
availability.  "Availability"  is  determined  by: 

1.  Minority  and  female  representation  in  the  classification  in 
which  recruitment  is  realized. 

2.  Requisite  skills  of  females  and  minorities  in  the  labor 
market . 

3.  Promotable  and  transferable  females  and  minorities  currently 
on  the  employer's  payroll. 

The  "availability"  percentages  used  for  the  purposes  of  this 
report  are  the  San  Francisco  Labor  Force  Census  of  1980. 

Review  of  the  1991-92  work  force  numbers  by  job  category  indicate 
the  following: 

o Officials/Administrators  — Asians/Pacific  Islanders,  and 
American  Indian/Alaskan  Natives  are  underutilized  by  4.2% 
and  0.4%  respectively. 

o Professionals  — Hispanics  and  Asians/Pacific  Islander 
are  underutilized  by  0.3%  and  4.1%  respectively. 

o Technicians  — American  Indians/Alaskan  Natives  are 
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underutilized  by  0.2%. 

o Paraprofessionals  — Hispanic,  Asian/Pacific  Islander  and 
American  Indians/Alaskan  Natives  are  underutilized.  the 
number  of  actual  positions  in  this  job  category  less  than 
ten  (10).  The  impact  of  this  job  category  on  the 
Department's  overall  labor  force  has  very  little 
significance . 

o Protective  Services  Worker  — Employees  for  this  category 
is  contracted  to  a private  entity. 

o Office/Clerical  — American  Indians/Alaskan  Natives  are 
underutilized  by  0.4%. 

o Skilled  Crafts  Workers  — The  number  of  actual  positions 
in  this  job  category  is  three  (3).  The  impact  of  this 
job  category  on  the  Department's  overall  labor  force  has 
very  little  significance. 

o Agency  Total  - - Agency-wide  only  American  Indian/Alaskan 
Natives  are  underepresented  by  0.1%.  Utilization  of  all 
other  ethnic  groups  and  women  is  above  parity.  (See 
appendix  for  utilization  tables). 

Review  of  1991-92  work  force  numbers  by  classification  with  20  or 
more  employees  indicate  the  following: 


o There  are  ten  (10)  classifications  in  the  Department  with 
20  or  more  employees. 


These  classifications  include  the  following: 


o Officials/Administrators:  ()  classifications  with  20 

employees  and  more. 

o Professionals:  _3  classifications  with  20  employees  and 

more.  Only  class  2940  still  reflects  underutilization. 


2940  Child  Welfare  Worker  (127  employees) 
Under-utilization  exists  with  the  following  groups: 


Utilization  % needed  to  be 
91-92  Figures  at  parity 

Asian 
Filipino 


4.7% 

3.1% 


10.6% 
2 .3% 


Because  the  2910  Social  Worker  and  2912  Senior  Social 
Worker  are  flexibly  staffed,  the  statistics  were  combined 
and  utilization  was  not  found  to  exist. 

o Technicians:  3 classifications  with  20  employees  and 

more . 

A627  Income  Maintenance  Specialist  (29  employees) 
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Under-utilization  exists  with  the  following  groups: 


Asian  13.8%  1.5% 

American  Indian/Alaskan  0.0%  0.4% 

2904  Eligibility  Worker  Technicians  (25  employees) 
Under-utilization  exists  with  the  following  groups: 

Hispanic  4.0%  7.2% 

Asian  0.0%  15.3% 

Filipino  0.0%  5.4% 

American  Indian/Alaskan  0.0%  0.4% 


2907  Eligibility  Worker  Supervisor  (70  employees) 
Under-utilization  exists  with  the  following  groups: 

Hispanic  8.6%  2.6% 
Asian  10.0%  5.3% 
American  Indian/Alaskan  0.0%  0.4% 


Because  the  2903  Eligibility  Worker  and  2905  Senior 
Eligibility  Worker  are  flexibly  staffed  the  utilization 
statistics  were  combined.  These  statistics  did  not  show 
under-utilization  of  any  ethnic  group. 

o Paraprof essional : 0 classifications  with  20  employees. 

o Office/Clerical:  2 classifications  with  20  employees  and 

more  . 

1424  Clerk  Typist  (52  employees) 

Under-utilization  exists  with  the  following  group: 


American  Indian/Alaskan  0.0%  0.4% 

1426  Senior  Clerk  Typist  (261  employees) 
Under-utilization  exists  with  the  following  groups: 


Hispanic  10.0%  1.2% 

American  Indian/Alaskan  0.0%  0.4% 


o Skilled  Crafts:  0 classifications  with  20  employees  and 

more  . 


o Service  Maintenance:  0 classifications  with  20  employees 

and  more. 


GOALS  AND  TIMETABLE 


Women  and  African  Americans  are  at  or  over  labor  force  parity  in 
all  job  categories.  Hispanics  are  under-represented  in  the 
Department's  labor  force  only  in  the  "professionals"  job  category. 
Asians/Pacific  Islanders  are  under-represented  in  the  Department's 
labor  force  only  in  the  "officials/administrators"  and 
"professionals"  job  categories.  American  Indians/Alaskan  Natives 
are  under-represented  in  the  Department's  labor  force  in  all  job 
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categories.  The  primary  hiring  goals  for  the  Department  of  Social 
Services  for  fiscal  year  1992-93  is  to  attempt  employment  parity 
for  Asians  and  Hispanics  in  the  "professional"  job  category. 
Hiring  goals  for  African  Americans,  Hispanics  and  American 
Indians/Alaskan  Natives  will  be  established  according  to  specific 
job  categories  and  classifications. 

The  results  of  the  1990  census  will  have  significant  impact  on  the 
Department's  future  hiring  goals.  The  labor  force  in  the  San 
Francisco/Bay  Area  is  multiethnic  and  constantly  changing.  1990 
labor  force  census  information  probably  will  not  be  available 
until  1992  or  1994.  Until  the  new  figures  become  available, 
hiring  goals  will  continue  to  be  established  according  to  the  1980 
census  figures. 

Although  the  hiring  goals  for  fiscal  year  1991-92  have  been 
established,  county  and  state  budget  cut  backs  may  substantially 
impact  the  department's  ability  to  reach  the  goals. 

Projected  hiring  goals  for  1992-93  are  as  follows: 

o Officials/Administrators: 

Asians/Pacific  Islanders  1 

o Professionals: 

Hispanics  1 

Asians/Pacific  Islanders  3 

o Technicians: 

American  Indians/Alaskan  Natives  1 

o Office/Clerical: 

American  Indians/Alaskan  Natives  1 

Calculations  of  affirmative  action  goals  are  based  on  the  number 
of  projected  vacancies  per  job  category  (as  of  6/30/92),  and  the 
percentage  of  under-utilization  per  ethnic  group.  Projected 
hiring  goals  for  the  next  year  will  be  calculated  on  an  annual 
basis  and  according  to  hiring  accomplishments  and  deficiencies  of 
the  prior  fiscal  year.  Goal  setting  and  Affirmative  Action  hiring 
recommendations  per  classification  will  be  developed  by  the 
Affirmative  Action  Coordinator  in  conjunction  with  the  Director  of 
Personnel  and  program  management  as  positions  become  vacant. 
However,  as  stated  above,  county  and  state  cutbacks  of  funding  to 
the  city  and  county  level  may  significantly  impact  the 
Department's  ability  to  fill  future  vacant  and  newly  budgeted 
positions  during  future  fiscal  years. 

Because  of  a number  of  recent  changes  at  the  management  level,  the 
new  Department  Head  will  be  directing  special  recruitment  efforts 
toward  meeting  our  affirmative  action  goals  in  filling  vacancies 
at  this  level. 
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AFFIRMATIVE  ACTION  ACTIVITIES 


The  equal  employment  and  affirmative  action  goals  of  the 
Department  of  Social  Services  are  to  have  a work  force  at  parity 
in  all  occupational  levels  of  employment;  and  provide  a 
discrimination  and  harassment  free  work  environment.  The 
Department  will  accomplish  these  goals  by  implementing  the 
affirmative  action  measures  stated  below. 


REPORTING  LINE 


The  Affirmative  Action  Coordinator  will  report  the  Department's 
affirmative  action  plan,  progress,  and  deficiencies  to  the  General 
Manager  and  Executive  staff  on  a regular  basis. 


RECRUITMENT 


1.  The  Department  of  Social  Services'  Affirmative  Action 
Coordinator  in  conjunction  with  the  Department's  Examination 
Unit  will  continue  to  assume  primary  responsibility  for 
coordinating  the  recruitment  of  minorities  and  women  where 
they  are  currently  under-utilized. 

2.  Prior  to  the  administration  of  an  examination,  recruitment 
plans  will  be  prepared  by  the  examination  analysts  for  all 
classifications  and  reviewed  by  the  Affirmative  Action 
Coordinator  and  Personnel  Director  in  which  there  is  minority 
or  female  under-utilization.  Each  recruitment  plan  will 
include  a review  of  current  composition  for  the 
classification,  evaluation  of  available  qualified  minorities 
and  women,  goals  and  timetables. 

3.  Recruitment  efforts  will  be  conducted  by  the  Affirmative 

Action  Coordinator,  the  examination  unit,  members  of  the 
Affirmative  Action  Advisory  Committee  and  selected  DSS 

employees.  Recruitment  activities  include:  (1)  personal 

visits  to  community-based  organizations;  (2)  staff 
participation  in  "career  days"  and  job  fairs  sponsored  by 
colleges,  universities  or  technical  schools  locally, 
state-wide,  and  nationally;  (3)  outreach  presentations 

/workshops  presented  to  community  groups;  and  (4)  one-on-one 
counseling  sessions  to  applicants  in  targeted 

under-utilization  groups. 

4.  The  Affirmative  Action  Coordinator  will  maintain  and  update  a 
recruitment  mailing  list  of  schools,  colleges,  community-based 
organizations  and  professional  organizations  that  provide 
employment  services  to  minorities,  women  and  the  disabled. 
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5. 


Through  interoffice  mail  the  Personnel  Office  will  notify  all 
DSS  employees  of  reassignment  or  promotional  opportunities. 
Through  interdepartmental  mail  the  Personnel  Office  will 
notify  all  city  departments  of  transfer  and  reassignment 
opportunities . 

6.  Recruitment  efforts  will  include  on-going  networking  with 
minority  and  women  organizations  and  organizations  serving  the 
disabled.  Currently,  job  announcement  notices  are  sent  to 
approximately  225  San  Francisco/Bay  Area  community-based 
organizations . 

7.  The  Affirmative  Action  Coordinator  will  maintain  on-going 
contact  with  affirmative  action  officers  throughout  the  City 
and  County  of  San  Francisco,  in  other  Bay  Area  and  statewide 
jurisdictions,  public  and  private  employers. 

8.  Media  (Print  and  electronic)  of  local  and  statewide  minority, 
women  and  groups  of  all  lifestyles,  will  be  utilized  for 
targeted  recruitment.  Media  activities  include  public  service 
announcements;  advertisements;  press  releases;  interviews  with 
the  Affirmative  Action  Advisory  Committee;  the  Department's 
Personnel  Manager  and  designated  DSS  employees. 


APPOINTMENT  PROCESS 


1.  The  Affirmative  Action  Coordinator  will  monitor  the 
appointment  process. 

2.  The  Personnel  Office  will  notify  the  Affirmative  Action 
Coordinator  of  all  provisional  and  permanent  vacancies  by 
providing  the  Coordinator  with  job  opportunity  listings  and 
examination  announcements. 

3.  The  Affirmative  Action  Coordinator  will  distribute  the  job 
opportunity  listings  and  examination  announcements  to  the 
Affirmative  Action  Advisory  Committee.  The  Personnel  Office 
will  distribute  the  job  opportunity  listings  to  all  department 
employees  (classifications)  and  programs. 

4.  The  Affirmative  Action  Coordinator  will  review  the  vacancies 
to  be  filled  through  provisional  and  permanent  appointments 
(except  reassignment  vacancies)  and  notify  the  appropriate 
Assistant  General  Managers  and  program  managers  of  which 
racial  and  gender  groups  and  persons  of  disability  are 
under-utilized.  In  addition,  when  programs  are  reviewing  and 
considering  applicants  as  potential  employees,  the  Affirmative 
Action  Coordinator  wills 

(1)  Ask  the  hiring  manager(s)  and  supe rvi sor ( s ) to  review  the 
document,  "Selecting  the  Best  Employee  for  a SF 
Department  of  Social  Services  Vacancy>:  Guidelines  on 

Affirmative  Action  Considerations  and  the  Hiring 
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Process". 


[For  supervisory  and  managerial  positions  at  all  levels] 

(2)  Meet  with  the  hiring  manager(s)  and  supe rvi sor ( s ) and  (a) 
develop  a standardized  interview  hiring  process  which 
includes  a discussion  of  the  job  duties  of  the 
vacancy(ies)  specifically  related  to  needs  of  the  program 
or  worksite;  (b)  development  of  standard  job  related 
interview  questions;  and  (c)  develop  criteria  which 
includes  affirmative  action  consideration  and  by  which 
the  most  appropriate  candidate(s)  will  be  selected. 

(3)  Meet  with  the  hiring  manager(s)  and  supe rvi sor ( s ) after 
the  interview  process  to  discuss  their  select ion ( s ) . 

The  General  Manager  encourages  the  affirmative  action  appoint- 
ment of  under-utilized  ethnic  applicants  whose  qualifications 
are  essentially  equal  to  those  groups  at  labor  force  census 
parity.  The  General  Manager  does  not  approve  the  appointment 
of  unqualified  ethnic  applicants  whose  group  may  be 
under-utilized  according  to  labor  force  census  parity. 


DISCRIMINATION  INVESTIGATIONS  AND  MEDIATIONS 


1.  Civil  Service  Commission  Rule  1.03F  and  the  General  Manager  of 
the  Department  of  Social  Services  authorized  the  Affirmative 
Action  Coordinator  to  investigate  and  resolve  employee 
complaints  of  discrimination. 

2.  The  Affirmative  Action  Coordinator  will  be  responsible  for  the 
investigation  and  mediation  of  internal  employee  complaints  of 
discrimination. 

3.  The  Affirmative  Action  Coordinator  will  be  responsible  for 
coordinating  the  Department's  responses  to  employees' 
complaints  of  discrimination  filed  with  external  regulatory 
agencies . 

4.  Whenever  possible,  the  Affirmative  Action  Coordinator  will 
negotiate  resolutions  and  remedies  at  the  lowest 
administrative  level  between  the  charging  party  and  program 
management . 


THE  HIRE  OF  EMPLOYEES  WITH  A DISABILITY 


1.  The  Affirmative  Action  Coordinator  will  coordinate  in 
conjunction  with  the  Director  of  Personnel,  the  implementation 
of  Civil  Service  Commission  Rule  34  "The  Hire  of  Severely 
Disabled  Employees"  for  the  Department  of  Social  Services. 
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CAREER  LADDERS/UPWARD  MOBILITY 


1.  DSS  has  contracted  with  a consultant  to  conduct  a 
classification  study  of  all  job  classifications  unique  to  DSS 
— e.g.  2903  - 2994  classifications,  etc. 

2.  The  classification  study  will  determine  an  employer's  position 
according  to  their  duties  and  responsibilities. 

3.  Information  obtained  from  the  classification  study  will  allow 

the  Department  to  formulate  a variety  of  career  ladder 

opportunities  for  Social  Services  employees.  Currently 
eligibility  workers  have  limited  promotional  opportunities  — 
e.g.,  2903  to  2905  to  2907  to  2946  etc.  The  classification 

study  will  correctly  describe  the  tasks  and  functions  of  each 
position  and  allow  eligibility  workers  to  have  numerous 

"tracking"  options  (lateral  and  promotional  opportunities). 

4.  The  Affirmative  Action  Coordinator  will  maintain  a resume 

skill  bank  of  DSS  employees  seeking  lateral  and  promotional 
opportunities . 

5.  The  Affirmative  Action  Coordinator  will  maintain  a resume 

skill  bank  of  external  applicants  (by  race  and  gender)  for 
program  managers  seeking  applicants  for  their  programs. 

6.  The  Personnel  Office  will  disseminate  through  the  inter-office 
central  mail  system,  all  DSS  job  openings  to  DSS  employees. 

7.  DSS  will  make  available  to  employees  career  development 
opportunities  — e.g.,  Civil  Service  Commission  reimbursement 
program;  time  away  from  the  worksite  to  attend  job  related 
seminars  and  workshops;  on-site  seminars  and  courses. 

8.  Attempts  to  develop  a mentor-ship  program  to  assist  new  and 
tenured  employees  in  their  efforts  to  excel  within  DSS  will 
begin  during  fiscal  year  1992-93.  Implementation  of  the 
program  will  occur  only  according  to  program  need  and  budget 
availability. 


EEO/AA  TRAINING 


The  Affirmative  Action  Coordinator  will  coordinate  and  present 
(periodically)  workshops  on  equal  employment  opportunity  laws  and 
affirmative  action  concepts  for  DSS  employees.  the  following 
EEO/AA  training  workshop  will  be  scheduled  for  DSS  supervisors, 
managers,  and  employees. 

How  to  Respond  to  EEO  Complaints  of  Discrimination 
How  to  Provide  a Sexual  Harassment  Free  Work  environment 
. AIDS/ARC/HIV  Awareness 

How  to  Provide  a Slur  Free  Work  Environment 
Being  Culturally  Sensitive 


-15- 


DELEGATION  OF  RESPONSIBILITY 


The  General  Manager  and  the  Deputy  General  Manager  will: 


1.  Be  responsible  for  the  administration  of  the  Affirmative 
Action  Plan. 

2.  Meet  with  the  Affirmative  Action  Coordinator  on  a regular 
basis  to  review  and  evaluate  the  implementation  of  Affirmative 
Action  Plan. 


3.  Ensure  there  is  effective  internal  communication  regarding  the 
Department's  philosophy  on  equal  employment  opportunity  and 
affirmative  action  and  the  most  current  information  on  EEO 
law. 


4.  Manage  and  review  alleged  employment  discrimination  complaints 
filed  by  DSS  employees  and  applicants. 


Each  Assistant  General  Manager  will: 


1.  Be  responsible  for  all  aspects  of  the  Affirmative  Action  Plan 
for  the  Department  of  Social  Services  as  it  applies  to  his  or 
her  programs. 

2.  Appoint  or  designate  an  Affirmative  Action  Advisor  to  assure 
each  DSS  program  receives  EEO/af f i rmative  action  priority. 

3.  Coordinate  with  the  Affirmative  Action  Coordinator  and 
the  Affirmative  Action  Advisor  to  develop,  implement, 
evaluate,  set  hiring  goals  and  timetables  for  their 
respective  particular  programs. 

4.  Ensure  that  supervisors  and  staff  fully  understand  the 
objectives  and  goals  of  the  affirmative  Action  Plan. 

Members  of  the  Affirmative  Action  Advisory  Committee  will: 

Advise  the  Department  on  employee  EEO/Af f i rmative 
Action  concerns. 

. Monitor  the  Department's  hiring  patterns  and 

practices  and  assist  in  the  recruitment  or  work 
groups  underutilized  in  specific  job  categories. 

Ensure  that  federal,  state,  local  and  department 
laws,  ordinances,  policies  and  regulation  prohibiting 
discrimination  against  employees  or  individuals  who 
seek  or  currently  have  social  service  benefits  are 
enforced . 

Develop  the  employment  opportunities  for  all 
employees  in  the  Department  by  recommending  specific 
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trainings,  promotion  and  career  advancement  goals 
and  programs. 

Promote  cultural  sensitivity  within  the  Department  to 
ease  racial  tensions  among  the  employees  and  with  the 
clients . 


MONITOR/EVALUATION 


The  Affirmative  Action  Coordinator  is  responsible  for  monitoring 
and  evaluating  the  Department's  Affirmative  Action  Program  and  its 
employment  and  other  anti-discrimination  policies.  The 

Affirmative  Action  Coordinator  will  implement  an  auditing  and 
reporting  system  by: 

1.  Reviewing  the  applicant  flow  data  for  every 
examination . 

2.  Reviewing  all  certification  notices  for  the 

Department  of  Social  Services  in  order  to  determine 
the  number  of  available  under-represented  minority 

and  female  eligibles  under  the  Civil  Service  Rule  of 
three . 

3.  Examining  monthly  "personnel  change  notification" 
logs  that  reflect  the  number  of  hires,  separations, 
and  change  of  status  occurrences  in  each  program  by 
ethnicity,  sex,  job  classification,  and  job  status. 

4.  Analyzing  discrimination  complaint  activities  by 
programs  and  issues. 

5.  Monitoring  the  semiannual  updates  of  Affirmative 
Acting  hiring  goals. 

6.  Reinforcing  the  Department's  Affirmative  Action  and 
EEO  commitments  to  managerial  and  supervisorial  staff 
by  providing  on-going  EEO/AA  training  workshops. 

7.  Advising  the  General  Manager  of  the  programs 
effectiveness  and  submitting  recommendations  to 
improve  unsatisfactory  performance. 

8.  Reporting  affirmative  action  progress  to  the  Social 
Services  Commission,  the  Mayor,  the  Human  Rights 
Commission,  community  agencies,  and  to  external 
regulatory  agencies  — including  the  State's  Merit 
Systems  Services  (MSS),  U.S.  Equal  Employment 
Opportunity  Commission,  the  State  Department  of  Fair 
Employment  and  Housing,  the  Office  for  Civil  Rights, 
etc . 
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DISSEMINATION  OF  INFORMATION 


It  is  the  policy  and  the  practice  of  the  Department  of  Social 
Services  to  disseminate  in  a timely  manner  its  equal  employment 
opportunity  and  affirmative  action  activities  and 

guidelines  to  all  DSS  employees.  It  is  the  responsibility  of  the 
Affirmative  Action  Coordinator  to  work  with  the  Personnel 
Officer  to  ensure  total  dissemination  of  information. 
Publications  of  the  equal  employment  opportunity  policy  and 
affirmative  action  activities  will  be  posted  on  bulletins  boards, 
published  in  internal  publications,  and/or  given  to  the 
mail  room  for  general  distribution.  The  policy  will  be 
incorporated  into  any  and  all  employee  orientation  and  management 
training  programs. 
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APPENDIX  A 


Department  of  Social  Services'  Classifications  by  Job 
during  Fiscal  Year  1992-93. 


Officials/Administrators  (Category  100) 

A553  Executive  Assistant  to  the  General  Manager,  DSS 

A784  Director  of  Budget  & Fiscal  Operations 

1270  Departmental  Personnel  Officer 

1272  Senior  Departmental  Personnel  Officer 

1675  Supervising  Fiscal  Officer 

1896  Director,  Welfare  Audits 

2953  Deputy  General  Manager,  DSS 

2969  Assistant  Director  Social  Services  Program 

2970  Director  Administrative  Services,  DSS 

2973  Assistant  General  Manager,  DSS 

2974  General  Manager,  DSS 


Professionals  (Category  200) 

A982  Vocational  Counselor 

1231  Associate  Affirmative  Action  Coordinator 

1242  Personnel  Analyst 

1244  Senior  Personnel  Analyst 

1650  Accountant 

1652  Senior  Accountant 

1654  Principal  Accountant 

1804  Statistician 

1818  Management  Information  Systems  Specialist  II 
1821  Management  Information  Systems  Manager 

1823  Senior  Administrative  Analyst 

1824  Principal  Administrative  Analyst 
1842  Management  Assistant 

1844  Senior  Management  Assistant 

1864  Senior  Systems  And  Procedures  Analyst 

2910  Social  Worker 

2912  Senior  Social  Worker 

2914  Social  Work  Supervisor 

2940  Child  Welfare  Worker 

2942  Senior  Child  Welfare  Worker 

2944  Child  Welfare  Worker  Supervisor 

2948  Senior  Social  Service  Supervisor 

9704  Employment  and  Training  Specialist 

9748  Staff  Assistant  VIII,  Special  Project 


Category 
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Technicians  (Category  300) 

A627  Income  Maintenance  Specialist 
1760  Offset  Machine  Operator 

2903  Eligibility  Worker 

2904  Social  Service  Technician 

2905  Senior  Eligibility  Worker 
2907  Eligibility  Worker  Supervisor 
2911  Eligibility  Appeals  Specialist 

2946  Senior  Eligibility  Worker  Supervisor 


Paraprof essionals  (Category  500) 

1203  Personnel  Technician 
2994  Homemaker 

3280  Assistant  Recreation  Director 


Clerical/Office  (Category  600) 

1202  Personnel  Clerk 
1220  Payroll  Clerk 

1222  Senior  Payroll  and  Personnel  Clerk 

1402  Junior  Clerk 

1404  Clerk 

1406  Senior  Clerk 

1408  Principal  Clerk 

1422  Junior  Clerk  Typist 

1424  Clerk  Typist 

1426  Senior  Clerk  Typist 

1430  Transcriber  Typist 

1432  Senior  Transcriber  Typist 

1444  Secretary  I 

1446  Secretary  II 

1450  Executive  Secretary  I 

1452  Executive  Secretary  II 

1454  Executive  Secretary  III 

1548  Secretary,  Social  Services  Commission 

1630  Account  Clerk 

1632  Senior  Account  Clerk 

1706  Telephone  Operator 

1920  Inventory  Clerk 

1932  Assistant  Storekeeper 

1934  Storekeeper 

4308  Senior  Collection  Officer 

4322  Cashier  III 

4366  Collection  Supervisor 

9912  Public  Service  Aid-Technician 

9920  Public  Service  Aid-Assistant  to  Professional 
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APPENDIX  B 


Work 


Force  Census  for'  the 
Fiscal  Year 


Department  of  Social  Services 
1991-92  by  Job  Category 


for 
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Composition  by  Job  Category  as  of  June  1992  San  Francisco  Department  of  Social  Services 


APPENDIX  C 


Work  Force  Census  for  the  Department  of  Social  Services  for 
Fiscal  Year  1991-92  by  Job  Category,  Classification,  Race 
and  Sex. 
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BOAffi  OF^SUPERVISORS 
AFFIRMATIVE  ACTION  PLAN 


October  1992 


I# 


John  L.  Taylor 
Department  Head  and 
Affirmative  Action  Officer 


The  Board  of  Supervisors  is  the  Legislative  branch  of  the  Government 
of  the  City  and  County  of  San  Francisco.  For  Administrative 
purposes  it  is  independent  of  the  Executive  Branch.  The  functions 
of  the  Board  of  Supervisors  are  strictly  legislative  in  character, 
except  in  one  or  two  isolated  instances  where  the  Board  acts  in  a 
quasi-judicial  capacity.  The  board  of  Supervisors  consists  of 
eleven  members  elected  at  large.  The  members  of  San  Francisco's 
Board  of  Supervisors  serve  both  as  City  Council  Members  and  as 
County  Supervi sors . 

The  Clerk  of  the  Board  of  Supervisors,  Legislative  Administrator, 
and  City  Clerk  is  the  Department  Head,  the  "Appointing  Authority". 
The  Clerk  carries  out  administrative  and  clerical  functions  for  the 
Board.  The  Clerk  acts  as  consultant  to  the  Board,  its  committees 
and  members  in  connection  with  most  or  all  of  the  official  matters 
presented  to  them.  There  are  eighteen  administrative  staff  members 
under  the  Clerk  (see  attached  organization  chart).  The  Clerk,  on 
behalf  of  the  Board,  also  exercises  administrative  and  coordinative 
control  over  the  Office  of  the  Assessment  Appeals  Board  and  the 
Office  of  the  Delinquency  Prevention  Commission. 

In  addition  to  the  Clerk's  administrative  staff,  an  administrative 
assistant  and  a legislative  aide  are  selected  by  each  Supervisor. 
Each  Supervisor  exercises  control  over  work  assignments  of  the 
assistant  and  aide;  the  Clerk,  as  the  Board's  appointing  officer, 
performs  personnel  management  functions  relating  to  all  staff 
members.  All  assistants  and  aides  are  exempt  employees  who  serve  at 
the  pleasure  of  their  Supervisors. 

All  employees  in  the  department  are  full  time  and  work  in  City  Hall 
except  that  the  two  positions  on  the  delinquency  prevention  staff 
work  outside  City  Hall  and  one  position  on  the  assessment  appeals 
staff  i s seasonal . 
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EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY  STATEMENT 


It  is  the  policy  of  The  City  and  County  of  San  Francisco  and  the 
Board  of  Supervisors  to  afford  equal  employment  opportunity  and  a 
program  of  affirmative  action  to  all  persons  without  discrimination. 

The  Clerk  of  the  Board,  Legislative  Administrator  and  City  Clerk, 
has  long  been  committed  to  equal  employment  opportunity  to  all 
persons  without  discrimination  on  the  basis  of  race,  religion,  sex, 
national  origin,  ethnicity,  age,  physical  handicap,  political 
affiliation,  sexual  orientation,  color,  marital  status,  medical 
condition  (such  as  Acquired  Immune  Deficiency  Syndrome  (AIDS), 
Aids-Related  Conditions  (ARC),  and  Human  Immunodeficiency  Virus 
infection  (HIV)  and  cancer),  or  other  non-job  related  factors. 

The  Board  of  Supervisors  seeks  to  provide  equal  opportunity  for  all 
persons  in  all  aspects  of  employment,  including  recruitment, 
testing,  hiring,  promotion,  transfer,  training,  compensation, 
benefits,  working  conditions,  reduction-in-force,  and  all  other 
matters  of  employment.  Equality  of  opportunity  is  based  solely  on  a 
person's  individual  merit  and  ability  without  consideration  of 
factors  unrelated  to  job  performance.  In  the  case  of  positions  for 
which  a civil  service  list  exists  the  appointment  will  be  made  under 
Civil  Service  Commission  rules  and  regulations. 

It  is  the  responsibility  of  the  Clerk  of  the  Board  to  ensure  the 
equal  employment  opportunity  and  affirmative  action  policy  is 
effectively  carried  out.  Since  equal  opportunity  and  affirmative 
action  involve  not  only  appointments  and  avoiding  discrimination, 
but  also  involve  working  relationships,  every  department  member  has 
a responsibility  to  assist  in  carrying  out  the  department's  policies. 


Date 
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DESIGNATION  OF  RESPONSIBILITIES 


NAME  / * T I TIE 

RESPONSIBILITIES 

Roberta  Achtenberg 
Angela  A1 ioto 
Harry  Britt 
Annemarie  Conroy 
Jim  Gonzalez 
Terence  Hal  1 i nan 
Tom  Hsieh 
Willie  Kennedy 
Bill  Maher 
Carole  Migden 
Kevin  Shel 1 ey 

Member,  Board  of  Supervisors 

Responsible  to  select  her/his 
Administrative  Assistant  and 
Legislative  Aide,  responsible  for 
adopting  legislation  which 
promotes  equal  employment  and 
affirmative  action. 

John  L.  Taylor 
Clerk  of  the  Board 

Hiring  & Promoting:  Responsible 
of  selecting  Clerk's  Staff  and 
outreach  publicity. 

Jean  Lum 
Marie  McKechnie 
Deputy  Clerks 

Hiring  & Promoting:  Participate 
in  selection  of  Clerk's  staff. 

Kristen  Bachler 
Management  Assistant 

Selects  one  Sr.  Clerk  Typist 
at  Delinquency  Prevention 
Commission . 

Eng  Eng  Chan 

Sr . Payrol 1 & Personnel 

Processes  all  personnel -rel ated 
paperwork. 

- 3 - 


UTILIZATION  ANALYSIS 


As  of  06/30/91 


Variance  AA  Goal ? 


Number  Percent  Avai lability  (-  only)  Yes/No 


Total  Department 


Whi  te 

35 

5 6 . 4°/o 

Black 

1 1 

1 7 . It 

9 . 9% 

Hi spani c 

6 

9.7% 

1 1 . 2% 

-1.5% 

Yes 

Asian 

5 

8.1% 

1 5 . 5% 

-7.4% 

Yes 

Filipino 

5 

8.1% 

5 . 4% 

Amer.  Indian 

0 

0.0% 

0 . 4% 

-0 . 4% 

No 

Male 

16 

25.8% 

Female 

46 

74.2% 

45.2% 

Total 


62 


Category  A.  Officials  and  Administrators 


White 

3 

75.0% 

57 . 5% 

Black 

0 

0.0% 

9 . 9% 

- 9.9% 

Xef'fJd 

Hispanic 

0 

0.0% 

1 1 . 2% 

-1 1 .2% 

Yes  tOd 

Asian 

1 

25.0% 

1 5 . 3% 

Filipino 

0 

0.0% 

5.4% 

- 5.4% 

& 

Amer.  Indian 

0 

0.0% 

0 . 4% 

- 0.4% 

No 

Male 

1 

25.0% 

Female 

3 

75.0% 

45.2% 

Total 


4 


As  of  06/30/91  Variance  AA  Goal? 

Number  Percent  Aval  lability  (-  only)  Yes/No 


Category  B.  Professionals 


Hhi  te 

17 

68.0% 

Black 

4 

1 6 . 0% 

9 . 9% 

Hi  span! c 

3 

1 2 . 0% 

1 1 . 2% 

Asian 

0 

0.0% 

1 5 . 3% 

-15.3% 

Yes 

Filipino 

1 

4 . 0% 

5 . 4% 

- 1 . 4% 

No 

Amer.  Indian 

0 

0 . 0% 

0 . 4% 

- 0.4% 

No 

Male 

5 

20.0  % 

Female 

20 

80.0% 

45.2% 

Total 

25 

Cateqory  F.  Office 

/ Clerical 

Nhi  te 

5 

29.4% 

B1  ack 

5 

29.4% 

9 . 9% 

Hispanic 

1 

5 . 9% 

1 1 . 2% 

- 5.3% 

Xe</J£> 

Asi  an 

2 

1 1 . 8% 

1 5 . 3% 

- 3.5% 

/Jd 

Filipino 

4 

23.5  % 

5 . 4% 

Amer.  Indian 

0 

0.0% 

0.4% 

- 0.4% 

No 

Male 

1 

5.9% 

Female 

16 

94.2% 

45.2% 

Total 

17 

Cateqory  X.  Elected 

/ Exempt 

Nh  i te 

10 

62 . 5% 

Black 

2 

1 2 . 5% 

9 . 9% 

Hi spani c 

2 

1 2 . 5% 

1 1 . 2% 

Asian 

2 

1 2 . 5% 

1 5 . 3% 

-2.8% 

No 

Filipino 

0 

0.0% 

5.4% 

-5.4% 

Yes 

Amer.  Indian 

0 

0 . 0% 

0 . 4% 

-0.4% 

No 

Male 

9 

56.3% 

Female 

7 

43.7% 

45.2% 

-1.4% 

No 

Total  16 
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NARRATIVE  DISCUSSION  AND  REVIEW  OP  PAST  YEAR'S  EEO/AA  PERFORMANCE 


The  Department  clearly  takes  successful  affirmative  steps  to  employ 
minorities  and  women.  There  are  now  11  staff  members  who  were  hired 
from  outside  the  department  by  the  present  Clerk  of  the  Board.  Of 
those  11,  82°/.  are  ethnic  minorities.  There  are  now  six  staff 
members  who  were  promoted  by  the  present  Clerk  of  the  Board.  Of 
those  six,  83%  are  ethnic  minorities.  Of  the  four  staff  members  who 
report  directly  to  the  Clerk  of  the  Board,  75%  are  ethnic 
minorities.  The  record  with  regard  to  gender  is  less  balanced;  the 
Clerk  has  only  hired  two  males. 

While  working  in  other  cities,  the  present  Clerk  hired  the  first  two 
women  department  heads  and  the  first  four  minority  department  heads 
in  the  history  of  Kansas  City,  Missouri,  and  the  first  three  women 
department  heads  in  the  history  of  the  City  of  Berkeley,  California, 
as  well  as  the  first  minority  assistant  city  managers  in  the  history 
of  both  of  those  cities. 

Department  staff  members  know  that  they  serve  a very  diverse 
population  and  the  staff  members  themselves  come  from  very  diverse 
backgrounds.  Staff  members  do  not  use  racial  slurs,  do  not  sexually 
harass  others,  do  not  make  performance  judgements  based  on  non-work 
related  matters.  They  respect  the  rights  of  people  to  converse  in 
languages  most  comfortable  to  them.  They  treat  each  other  and 
visitors  with  respect.  While  we  have  not  recently  taken 
disciplinary  action  against  any  employee,  we  confident  such  action 
if  needed  would  be  taken  without  regard  to  any  non-work  related 
factors . 

Within  the  past  year  there  has  not  been  major  change  in  the  ethnic 
or  gender  profile  of  the  department.  There  has  only  been  one 
appointment  on  the  Clerk's  staff  made  in  that  time,  a highly 
qualified  White  woman.  There  have  been  many  appointments  of  aides 
but  the  overall  ethnic  balance  has  remained  about  the  same. 
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AFFIRMATIVE  ACTION  GOALS 


Currently  there  is  no  vacancy  In  the  Clerk's  staff  of  19  and  the 
rate  of  turnover  Is  very  low.  27  months  elapsed  between  the  most 
recent  two  appointments'.  As  vacancies  occur  we  will  try  to  fill 
them  with  Asians  and  Hispanics  who  are  underrepresented  in  this 
department. 

If  the  Civil  Service  System  permits  "the  rule  of  the  list",  our 
ability  to  hire  underrepresented  classes  will  be  improved. 

Turnover  is  higher  among  administrative  assistants  and  among 
legislative  aides  to  individual  supervisors.  The  media  tenure  of 
existing  administrative  assistants  and  legislative  aides  is  ten 
months  and  seven  days.  The  Clerk  of  the  Board  will  urge  new  elected 
Supervisors  and  will  quarterly  urge  existing  Supervisors  to 
implement  the  Affirmative  Action  Policy,  and  specifically  to 
increases  hiring  of  Asians  and  Hispanics. 
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AFFIRMATIVE  ACTION  PROGRAM 


The  City  and  County  of  San  Francisco  and  the  Board  of  Supervisors 
are  committed  to  equal  employment  opportunity  and  a program  of 
affirmative  action.  The  Board  of  Supervisors  shall  seek  to  provide 
equal  opportunity  for  all  persons  in  all  aspects  of  employment. 

When  a position  or  promotional  opportunity  becomes  available;  the 
department  intends  to  continue  to  take  steps  to  ensure  that  the 
announcement  of  the  position  is  distributed  as  widely  as  possible. 
When  interviewing  and  selecting  applicants  the  Department  uses  a 
panel  of  interviewers  which  reflect  the  diversity  of  ethnicity  and 
gender  as  much  as  possible. 

When  an  employee  has  a question  regarding  any  employment  practice  or 
believes  that  an  employment  condition  is  discriminating  or  unfair, 
the  employee  is  encouraged  to  make  such  beliefs  known  without  fear 
of  reprisal  of  recrimination.  The  Clerk  of  the  Board  and 
Administrators  in  the  Board  of  Supervisors  will  investigate  and 
attempt  to  resolve  all  discrimination  complaints.  Should  the 
complaining  party  not  be  satisfied  they  may  file  a complaint  to 
Civil  Service  Commission  by  forwarding  to: 

General  Manager,  Personnel 
City  Hal  1 , Room  #153 
San  Francisco,  CA  94102 

The  letter  must  be  dated,  include  complainant's  name, 
classification,  where  employed,  basis  of  alleged  discrimination  and 
specific  effects  and  filed  within  thirty  calendar  days  of  the  date 
of  the  alleged  discriminatory  action. 


The  Administrators  in  Board  of  Supervisors  will  keep  in  mind  the 
underrepresented  minority  groups  and  will  try  to  move  closer  to  the 
goal  whenever  opportunities  occur.  The  Department  will  review  and 
evaluate  its  ethnic  and  gender  composition  and  utilization 
periodically. 

The  Department's  Affirmative  Action  Plan  will  be  updated  annually 
and  will  be  available  in  Room  235  of  City  Hall  to  all  employees  and 
other  interested  parties  upon  request. 

The  records  of  foregoing  analyses,  reports  and  plans  will  be 
maintained  in  the  Clerk's  Office. 


DISSEMINATION 


The  administrators  of  the  department  of  the  Board  of  Supervisors  are 
committed  to  equal  employment  opportunity  and  affirmative  action 
policy,  and  are  aware  of  their  responsibilities  to  implement  the 
affirmative  action  program. 

A copy  of  department's  affirmative  action  plan  is  available  at  the 
personnel  office  of  the  Board  of  Supervisors  for  employee  and  public 
review.  All  employees  are  informed  to  maintain  a workplace  free  of 
discrimination  and  harassment  and  the  procedures  for  filing 
complaints  of  discrimination. 


» 
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DEPARTMENTAL  AFFIRMATIVE  ACTION  PLAN 


NAME  OF  DEPARTMENT:  Treasurer/Tax  Collector 

CHIEF  EXECUTIVE  OF  DEPARTMENT:  Mary  I.  Callanan,  Treasurer 

Richard  A.  Sullivan 

AFFIRMATIVE  ACTION  OFFICER:  Deputy  Tax  Administrator 

DATE  ADOPTED  OR  SUBMITTED:  March  31,  1992 


Policy  Statement 


As  stated  previously,  this  office  has  had,  and  continues  to  have,  a 
strong  commitment  to  a program  of  equal  employment  opportunity,  affirmative 
action,  and  the  provisions  of  federal,  state  and  local  equal  employment 
opportunity  laws  and  guidelines. 

We  shall  continue  to  work  towards  a plan  of  implementation  that  will 
bring  our  policy  to  a high  degree  of  fruition. 

It  is  the  policy  of  the  Treasurer/Tax  Collector's  Office  to  provide 
equal  employment  opportunity  first  of  all  for  applicants  for  employment  and 
secondly  to  administer  hiring  conditions  and  privileges  of  employment,  train- 
ing, appointments  for  advancement  (including  upgrading  and  promotion),  transfer 
and  termination  of  employment,  for  all  employees  without  discrimination  because 
of  race,  ethnicity,  sex,  sexual  orientation,  national  origin,  religion, 
handicap,  political  affiliation,  age,  marital  status,  medical  condition,  or 
the  conditions  of  Acquired  Immune  Deficiency  Snydrome  (AIDS)  and  (HIV). 

A work  environment  free  of  discrimination  is  the  ultimate  goal  of  our 
Affirmative  Action  Program.  This  work  environment  is  first  described  as  one 
in  which  the  racial  composition  of  the  work  force  is  in  direct  proportion  to 
the  community  which  it  serves  and  from  which  it  gets  its  labor  force.  A work 
environment  free  of  discrimination  is  also  defined  as  one  in  which  minorities 
and  women  are  fully  utilized  in  job  classifications  once  reserved  for  men  in 
all  levels  of  management. 


2 


TREASURER/TAX  COLLECTOR 
Affirmative  Action  Plan 


The  Treasurer/Tax  Collector's  office  is  organized  around  a treasury  function 
and  a tax  collection  function.  The  Treasurer  is  basically  the  banker  and  investment 
officer  for  the  citizens  of  San  Francisco. 

In  managing  the  investment  functions  and  day-to-day  operations  of  a cash  management 
program,  the  Treasurer  is  responsible  for  an  overall  portfolio  which  is,  at  the  present 
time,  slightly  in  excess  of  $1.5  Billion.  In  administering  this  portfolio  the  basic 
objectives,  in  order  of  priority,  are  1)  the  preservation  of  capital,  2)  availability 
of  funds,  and  3)  yield  (favorable  return  on  investment  without  undue  compromise  of  the 
first  two  objectives).  We  are  guided  in  our  choice  of  investments  by  the  California 
State  Government  Code  which  allows  for  a fairly  wide  range  of  investment  alternatives, 
such  as  Time  Deposits  in  banks  and  savings  and  loan  associations.  Negotiable  Certificates 
of  Deposit,  U.S.  Treasury  Bills,  Notes  and  Bonds,  various  Federal  Agencies  issues. 
Bankers  Acceptances  and  Commercial  Paper.  Strictly  excluded  from  allowable  investments 
are  such  things  as  real  estate  and  common  stock. 

In  managing  the  cash  flow  of  the  City  and  County  the  Treasurer  works  closely  with 
all  departments  to  assure  that  all  funds  due  are  received  and  deposited  as  quickly  as 
possible.  In  order  to  accomplish  this  the  Treasurer  has  negotiated  contracts  with 
various  banks  for  such  things  as  lockbox  and  credit  card  services.  The  Treasurer's  office 
disburses  cash  for  approximately  2.3  million  warrants  issued  by  the  Controller,  amounting 
to  over  $3.2  Billion  each  year.  It  should  be  noted  that  the  Treasurer's  Office  does  not 
issue  warrants,  nor  have  any  control  over  the  budget  approvals  or  .expenditures.  We 
make  sure  the.  cash  is  available  to  honor  warrants  issued  to  cover  approved  expenditures. 
In  addition,  we  receive,  verify  and  pay  all  matured  general  obligation  bonds  and 
coupons  which  amounted  to  almost  $18  Million  in  1990-91,  as  well  as  book  entry  bond 
redemption  and  interest  which  was  wired  to  the  Depository  Trust  Company  in  the  amount 
of  $16.3  Million. 

The  Office  of  the  Tax  Collector  receives  and  deposits  all  monies  for  taxes, 
licenses  and  other  fees  due  the  City  and  County  under  the  direction  of  the  Treasurer, 
in  accordance  with  the  provisions  of  the  Charter  and  the  City's  Administrative  Code. 

It  also  provides  the  collection  of  delinquent  accounts  for  other  City  departments. 

In  order  to  be  effective  this  work  requires  coordination  with  other  agencies  of  the 
City  and  County,  the  Board  of  Supervisors  and  the  State  of  California,  as  well  as  other 
tax  administrators  and  policy  bodies. 

The  office  aims  to  provide  an  equitable  and  efficient  collection  of  property  taxes, 
businesss  taxes,  licenses,  and  miscellaneous  fees  in  accordance  with  State  law  and  City 
ordinances,  and  at  the  same  time  maximize  the  investment  return  by  expeditiously 
processing  and  depositing  receipts. 
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in  Small  Claims  Court  on  business/payroll,  parking  and  hotel  taxes  of  $5,000  or  less, 
as  well  as  on  all  apartment  house  and  hotel  license  fees. 

Legal  Section 

The  Legal  Section’s  primary  function  continues  to  be  the  collection  of  delinquent 
monetary  claims  coming  under  the  Tax  Collector's  jurisdiction.  In  addition  to  this 
primary  function,  the  Legal  Section  acts  as  the  legal  advisor  to  the  Tax  Collector  and 
his  section  supervisors  on  legal  issues  arising  in  the  court  of  their  respective  monetary 
collection  activities. 

License  Section 

The  License  Section  collects  fees  for  businesses  and  activities  that  are  issued 
for  health,  safety  and  law  enforcement  requirements.  The  fees  are  collected  to  defray 
cost  of  inspection  by  regulating  departments.  This  mandate  is  delineated  in  Part  III  of 
the  Municipal  Code.  The  Municipal  Code  discusses  liability  of  the  individual,  firm  or 
corporation  to  pay  these  fees  to  the  city  and  the  collection  responsibility  of  the  Tax 
Collector’s  office.  Additionally,  the  License  Section  is  in  the  third  year  of  the  Rent 
Stabilization  and  Arbitration  Program. 

The  Tax  Collector’s  office  processed  over  600,000  items  and  collected  over  $988 
Million  dollars  in  fiscal  year  1990-91. 

Total  Treasurer/Tax  Collector  staff  in  FY  90-91  is  168  positions  of  which  three 
are  exempt.  During  peak  collection  periods  seasonal  employments  are  heavily  used  and  may 
number  up  to  20  at  any  given  time.  The  Treasury  Division  is  in  Room  110,  City  Hall, 
the  Tax  Collection  Division  is  in  Room  107,  City  Hall  and  25  Van  Ness  Avenue,  second  floor. 

The  Treasurer/Tax  Collector's  office,  although  a rather  small  operating  unit  within 
the  overall  government  of  the  City  and  County  of  San  Francisco  has  for  over  twenty  years 
had  all  of  our  recruitment  activity  geared  to  a policy  of  affirmative  action. 
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Designation  of  Responsibility 

The  employees  designated  as  having  primary  responsibility  for  the  execution  of  an 
Affirmative  Action  Program  within  the  Treasurer/Tax  Collector's  office  shall  be:  the  ™ 
Treasurer  and  Tax  Collector,  whom  have  the  overall  duty  of  seeing  that  a broad  policy 
of  implementation  is  carried  out  by  all  the  subordinates  within  the  office;  the  Chief 
Deputy  Treasurer  and  Deputy  Tax  Administrator,  will  be  directly  and  immediately 
responsible  to  these  officials  and  charged  with  the  responsibility  of  seeing  each  section 
head  operates  towards  this  objective  with  all  recruitments  and  promotions  within  his  or 
her  division. 

Discussion  of  the  Utilization  Tables 

Our  Affirmative  Action  Plan  is  the  result  of  the  momentous  changes  that  have 
occurred  within  our  society  in  recent  years.  They  are  changes  brought  about  by  tremendous 
economic  expansion,  technological  innovation,  the  movement  of  millions  of  rural  people  to 
urban  areas,  and  the  assimilation  of  enormous  numbers  of  immigrants  from  other  countries. 
Education  has  expanded,  and  values  have  changed.  The  ambitions  and  desires  of  millions 
of  minority  people,  people  who  have  not  had  a full  share  of  the  economic  and  social  life 
of  America,  have  been  stimulated.  Women  have  questioned  and  challenged  their  traditional 
role.  The  pressure  for  change  has  come  from  these  affected  groups,, and  also  from  members 
of  the  majority  and  from  men.  Changes  that  have  already  occurred  have  produced  moment^’  | 
which  itself  will  produce  additional  change . 
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The  status  of  consciousness  of  minorities  in  our  society  have  changed  dramatically 
Black  people  once  mostly  rural  and  mostly  from  the  South  have  emigrated  in  large' 
•numbers  to  the  urban  areas  of  the  East,  the  Mid-West,  and  the  Pacific  Coast. 
Mexican-Americans  have  moved  to  the  north  and  east  out  of  their  traditional  home 
lands  in  the  Southwest.  The  numbers  of  American  Indians  in  our  urban  areas  are 
increasing.  Large  numbers  of  people  from  Asia  have  been  attracted  to  the  West  Coast 
by  a variety  of  economic,  political,  and  social  reasons.  A significant  number  of 
immigrants  from  Central  and  South  America  have  settled  here  in  the  Bay  Area,  and 
we  have  experienced  increased  immigration  from  the  Philippines. 

In  the  last  ten  years  the  Treasurer/Tax  Collector  has  made  many  advances  in 
our  affirmative  action  program.  The  percentage  of  female  employees  has  increased 
from  40.6%  to  59.25%.  Black  employments  have  increased  from  16.8%  to  17.89%  and 
Hispanic  employees  1.0%  to  11.72%.  In  our  total  workforce  we  meet  or  exceed  the 
Availability  % provided  by  the  Civil  Service  Commission  EEO  Unit,  except  for  American 
Indians . 

Our  latest  goal  for  fiscal  year  1989-90  was  to  have  at  least  one  hispanic  hiring 
and  to  have  at  least  11.2%  Hispanic  employment  by  fiscal  year  1991-92.  Our  hispanic 
employment  was  11.72%  as  of  June  30,  1991.  We  have  exceeded  our  goal  as  of  this  date. 
This  trend  is  prevalent  in  category  F - Office/Clerical  where  the  hispanic  employment 
was  17.52%.  This  category  accounts  for  97  positions  out  of  a total  of  162  filled 
positions  on  6/30/91. 

Our  other  large  workforce  category  is  Professionals.  In  reviewing  the  departments 
composition  data.  Blacks,  Hispanics  and  Women  continue  to  be  underrepresent- 
ed. The  main  reason  we  believe,  is  the  unavailability  of  Blacks  and  Hispanics  in  this 
category.  In  our  office  the  classifications  affected  are  mainly  accountants  and  audi- 
tors. For  both  these  ethnic  groups  upward  mobility  and  training  programs  that 
target  them  are  needed  citywide.  We  will  continue  to  work  with  Minority  Business 
organizations  and  University  organizations  including  Minority  Business  Students  to 
assist  us  in  this  effort. 

Hispanics  and  Filipinos  are  still  underrepresented  in  Administrative  positions. 
Because  we  have  only  four  (4)  positions  in  this  category  only  through  attrition  will 
we  be  able  to  change  this  situation. 

In  supervisory  positions  women  and  all  minority  groups  are  represented.  Section 
Supervisors  include  two  black  males,  three  women,  (1  Chinese,  1 Hispanic,  and  1 White), 
one  Chinese  Male,  'two  White  Males,  one  Japanese  male,  and  one  East  Indian  male,  and 
1 Filipino  female. 

SUMMARY : 7 Males  4 Females  9 Minorities 

To  meet  our  previous  Affirmative  Action  goals  we  emphasized  mainly  recruitment 
through  job  announcements  circulated  citywide  and  other  governmental  bodies, 

ordination  with  the  EEO  Unit  for  assistance,  and  occasionally  with  newspaper  ads. 
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I.  Total  Department/Division  Composition  and  Utilization 


Use  a separate  form  for  department  and  each  division. 
If  by  Pi  vi  sion,  identify:  


By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance  AA  Goa' 

(-  only)  Yes/No 

Whi  te 

28 

17.27% 

B1  ack 

29 

17.89% 

9.97. 

Hi s pan i c 

19 

11.72% 

1 1 . 27. 

Asian 

49 

30.24% 

15.37. 

Filipino 

17 

22.83% 

5.47. 

Amer  Indian 

0 

0.0% 

0 . 47. 

0.4%  Yes 

Total 
By  Gender 

162 

99.93% 

Male 

66 

40.74% 

Female 

96 

59.25% 

45.27. 

Total 

16? 

99.99% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  1 

or  greater. 
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II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  A - Officials  & Administration 


If  by  divi sion,  identify: 


By  Race/Ethni ci ty 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal' 
Yes/No 

White 

1 

25% 

Black 

2 

50% 

9.9% 

Hi spani c 

0 

0% 

11.2% 

-11.2% 

No 

Asian 

1 

25% 

15.3% 

Fi 1 i oi no 

0 

0% 

5.4  % 

-5.4% 

No 

Amer  Indian 

0 

0% 

0.4% 

-0.4% 

No 

Total 
By  Gender 

4 

100% 

Male 

4 

100% 

Female 

0 

0 

45.2% 

-45.2% 

Yes 

Total 

4 

100% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater.  •' 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

4349  Director  of  Real  Estate,  Tax  Collector  1 Position 


4368  Director,  Bureau  of  Delinquent  Revenue  1 Position 


4373  Deputy  Tax  Administrator  ' 1 Position 


4378  Cash  Management  and  Investment  Officer  1 Position 


9 


II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  B - Professionals 


If  by  di vi s ion , i dentif y : 

By  Race / Ethn i city 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal' 
Yes/No 

Whi  te 

8 

19.50% 

Black 

3 

7.30% 

9.9  % 

-2.60% 

Yes 

Hi spani c 

1 

2.43% 

11.2% 

-8.77% 

Yes 

Asian 

9 

21.94% 

15.3% 

Fi 1 i Di no 

20 

48.77% 

5.4  % 

Amer  Indian 

0 

0.00% 

0.4% 

-0.40% 

No 

Total 
By  Gender 

41 

99.94% 

Male 

26 

63.41% 

Female 

15 

36.58% 

45.2% 

-8.6% 

Yes 

Total 

41 

99.99% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater.  : 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

4220  Personal  Property  Auditor 15  positions 

4222  Senior  Personal  Property  Auditor 7 positions 


1650  Accountant 5 positions 


4224  Principal  Personal  Property  Auditor  4 positions 
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II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  c-  ~ Technicians 


If  by  di vi sion , identify: 


By  Race/Ethnici tv 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goa' 
Yes/No 

White 

4 

26.66% 

Black 

6 

39.99% 

9.9% 

Hi spani  c 

1 

6.66% 

11 . 2% 

-4.54 % 

No 

Asian 

3 

19.99% 

15.3% 

Filipino 

l 

6.66% 

5.4% 

Amer  Indian 

0 

0.00% 

0.4% 

-0.40% 

No 

Total 
By  Gender 

15 

99.96% 

Male 

9 

60.00% 

Female 

6 

40.00% 

45.2% 

-5.4% 

No 

Total 

15 

100.00% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1 
or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

4334  Investigator,  Tax  Collector 9 positions 
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II.  Composition  and  Utilization  by  Occupational  Category 
Use  a separate  form  for  each  category,  or  category  within  a division. 
Category:  Paraprofessionals 


If  bv  divi sion,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Avai 1 abi 1 i ty 

Variance 
(-  only) 

AA  Goal 
Yes/No 

Whi  te 

1 

50.00% 

Black 

9.9% 

-Q  Q7 

No 

Hi spani c 

11.2% 

-11.2% 

No 

Asian 

1 

50.00% 

15.3% 

Fi 1 i cino 

5.4% 

-5.4% 

No 

Amer  Indian 

0.4% 

-0.4% 

No 

Total 
By  Gender 

2 

100.00% 

Mai  e 

0 

0.00% 

Female 

2 

100.00% 

Total 

2 

100.00% 

Affirmative  action 

goals  are 

needed  if 

a)  total  number 

of  employments  is 

greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total.,  when  rounded  off  is  "1 
or  greater.  : 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


8173  Legal  Assistant 


2 positions 
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II.  Composition 

and 

Uti 1 i zat 

ion  by  Occupational  Category 

Use  a separate 

form  for  each  category, 

or  category  within  a division. 

Cateqory: 

F - Office/Clerical 

If  by  division, 

, identify: 

By  Race/Ethni ci ty 

As  of 
Number 

6/30/91 

Percent 

Variance 
Avai 1 abi 1 i ty  (-  only) 

AA  Goal? 
Yes/No 

White 

13 

13.39% 

B1  ack 

17 

17.50% 

9.9% 

Hi spani c 

17  . 

17.52% 

11.2% 

Asian 

34 

35.05% 

15.3% 

Filipino 

16 

16.49% 

5.4% 

Amer  Indian 

0 

0.00% 

0.4%  -0.4% 

No 

Total 

By  Gender 

97 

99.97% 

Male 

25 

25.77% 

Female 

72 

74.22% 

45.2  % 

Total 

97 

99.99% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1" 
or  greater.  ; 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 


4306 

Collection  Officer 

18 

positions 

1630 

Account  Clerk 

15 

positions 

1424 

Clerk  Typist 

12 

positions 

1404 

Clerk 

10 

positions 

1632 

Senior  Account  Clerk 

6 

positions 

4320 

Cashier  I 

6 

positions 
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II.  Composition  and  Utilization  by  Occupational  Category 


Use  a separate  form  for  each  category, 
Category:  X - Elected/Exempt 

or  category  within  a division. 

If  by  divi sion,  identify: 

By  Race/Ethnicity 

As  of 
Number 

6/30/91 

Percent 

Variance  AA  Goal ? 

Availability  (-only)  Yes/No 

White 

1 

33.33% 

Black 

1 

33.33% 

9.9% 

Hispanic 

0 ■ 

0.00% 

11.2%  -11.2%  No 

Asian 

1 

33.33% 

15.3% 

Filipino 

0 

0.00% 

5.4 % -5.4 % No 

Amer  Indian 

0 

0.00% 

0.4%  -0.4%  No 

Total 
By  Gender 

3 

99.99% 

Male 

2 

66.66% 

Female 

1 

33.33% 

Total 

3 

99.99% 

Affirmative  action  goals  are  needed  if  a)  total  number  of  employments  is 
greater  than  20  or  occupational  category  is  "A"  Officials  and 
Administrators;  and  b)  variance  multiplied  by  total,  when  rounded  off  is  "1 

or  greater. 


Identify  the  largest  classes  in  this  category  and  number  of  positions  in 
each: 

4374  Tax  Administrator 1 position 

4384  Chief  Assistant  Treasurer 1 position 

4390  Treasurer 1 position 
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I.  Affirmative  Action  Goals  by  Total  Department 


Use  a separate  form  for  department  and/or  division,  bureau  or  unit  for  which 
the  Utilization  Analysis  indicates  goals  are  needed. 

Department/Division:  Treasurer/Tax  Collector  


Anticipated  Vacancies:  Number  and  description. 

4384  Chief  Assistant  Treasurer 


4226 

Chief  Auditor 

4224 

Principal  Auditor 

4222 

Senior  Auditor 

A??n 

Auditor 

1844 

Senior  Management  Assistant 

4335 

Senior  Investigator 

Affirmative  Action  Goals  for  June  30,  1993 


Target  Group  Underutilized 

Woman  Administrator 
Hispanic  Professional  : 

Black  Professional 


New  Hires/  Total 

Promotions 

+ 1 7 

+ 1 41 

+ 1 41 


Percent 

14% 

2% 

2% 


Goals  may  include  accomplishments  made  since  7/1/91. 
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II.  Affirmative  Action  Goals  by  Occupational  Category 


Use  a separate  form  for  each  category. 

Must  be  completed  for  each  category  which  has  20  or  more  employees  and  at 
least  one  variance  identified  in  the  Utilization  Analysis. 

Category:  B - Professional 

If  by  division,  identify:  Tax  Collection  Division 

Anticipated  Vacancies:  Number  and  description. 

4226  Chief  Personal  Property  Auditor 

4224  Principal  Personal  Property  Auditor 

4222  Senior  Personal  Property  Auditor 

4220  Personal  Property  Auditor 


Af f i rmati ve 

Action  Goals  for 

June  30,  1993 

Taraet  Group  Underutilized 

New  Hires/ 
Promotions 

Total 

Percent 

HisDanic 

1 

2 

507. 

Black 

1 

4 

251 

Woman 

1 

15 

7% 

Goals  may  include  accomplishments  made  since  7/1/91. 
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Job  openings  are  circulated  among  employees  and  posted  on  our  bulletin  board. 

We  feel  this  effort  has  been  successful  and  will  continue.  The  recruitment 
process  is  a critical  and  intrinsic  element  of  our  selection  process. 

Upward  mobility  also  has  been  utilized  to  increase  minority  and  women 
participation  in  all  job  assignments  particularly  in  supervisory  positions.  Because 
of  the  size  of  our  department,  most  of  these  decisions  are  made  by  either  the  Deputy 
Tax  Administrator  or  Department  Administrators.  Affirmative  Action  considerations 
are  always  taken  into  consideration.  For  key  positions  interview  panels  are 
established  to  recommend  qualified  candidates  using  a structure  system  based  on 
clearly  defined  job  requirements  for  the  Treasurer/Tax  Collector’s  office. 

The  Deputy  Tax  Administrator  and  other  section  supervisors  are  usually  heavily 
involved  in  job  analysis  and  examination  development  particularly  in  those  classes 
unique  to  the  Treasurer/Tax  Collector’s  office.  Managers  have  been  counseled 
in  staff  meetings  concerning  proper  interview  questions  and  were  given  the  Civil 
Service  guidelines  for  legal  and  proper  reference  checking. 

Non-Civil  Service  employments  are  advertised  through  word  of  mouth  and  the 
Equal  Opportunity  Unit.  An  informal  skills  bank  is  maintained  comprised  of 
applications  of  prior  employees  and  prospective  new  employees. 

We  feel  that  the  procedures  described  above  have  been  successful  in  improving 
our  affirmative  action  performance  and  will  continue  these  practices  in  the  future. 

A full  time  training  officer  is  needed  as  well  as  additional  training  funds  to 
assist  employees  in  career  development  and  to  send  managers  and  supervisors  to  classes 
and  seminars  to  increase  their  awareness  and  skills.  We  have  already  started  to  send 
supervisors  to  the  EEO  Unit's  training  class  in  Managing  a Diverse  Workforce. 

Managers,  supervisors  and  other  employees  are  given  release  time  to  attend  job 
related  classes  and  workshops  to  improve  or  enhance  skills.  Managers  and  supervisors 
have  been  required  to  attend  Civil  Service  Commission  training  when  available. 
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AFFIRMATIVE  ACTION  GOALS 


To  fully  utilize  members  of  minority  groups  and  women  in  all  levels. of 
management,  we  are  emphasizing  filling  these  positions  by  these  groups  as  vacancies 
occur,  particularly  in  temporary,  limited  tenure,  and  non-Civil  Service  promotions. 

The  most  significant  action  plan  we  have  -to  place  minority  group  members  and 
women  into  higher  level  management  jobs  than  they  now  hold,  is  to  include  them 
fully  in  the  management  training  programs  conducted  by  the  Civil  Service  Commission, 
working  on  special  projects,  being  moved  intra-departmentally  and  being  assigned  to 
high  exposure  responsibilities. 

Develop  and  improve  the  quality  of  selection  interviews  through  interviewer 
training  and  use  of  semi-structured  interview  rating  sheets  based  on  content 
validation  findings. 
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Managerial  Responsibilities 

•1.  Line  Manager  Responsibilities: 

The  first  responsibility  is  one  of  providing  information  and  guidance.  This  is 
not  a new  responsibility.  Good  managers  have  always  provided  their 
subordinates  with  information  about  company  policy,  guided  their  performance, 
and  made  provisions  for  their  development. 

Those  items  that  must  be  covered  with  all  subordinates  on  a regular  (usually 
annually)  basis  will  include  the  following: 

- The  department  policy  and  the  objectives  of  the  program  must  be  explained 
to  all  non-management  employees.  The  manner  in  which  this  is  done  may 

vary  from  division  to  division.  In  some  divisions,  non-management  employees 
might  be  brought  together  in  groups  and  the  policy  explained.  In  other 
divisions,  each  supervisor  may  cover  subordinates  individually. 

- All  non-management  employees  will  be  evaluated  at  least  once  a year  on 
their  individual  job  performance. 

2.  To  be  prepared  for  and  to  take  an  effective  part  in  internal  compliance 
reviews.  Internal  compliance  reviews  will  be  conducted  under  the  supervision  of  the 
Deputy  Tax  Administrator  with  the  following  objectives: 

- To  assure  that  the  affirmative  action  goals  are  being  met. 

- Determine  if  managers  are  familiar  with  the  Department's  policy.  It  may 
be  necessary  to  refamiliarize  managers  with  the  policy  in  future  years. 

The  internal  compliance  reviewers  would  be  able  to  determine  whether  such 
a need  exists. 

- To  develop  an  adequate  records  and  statistics  system  to  verify  that  goals 
for  women  and  minorities  are  being  met.  This  will  require  extensive  and 
specific  kinds  of  personnel  record  keeping.  The  system  is  scheduled  for 
development  and  implementation  in  1992-93. 

- The  final  objective  of  the  internal  compliance  review  is  to  make  any 
needed  recommendations. 

The  next  managerial  responsibility  is  the  handling  of  complaints.  Because  of 
the  delicate  nature  of  this  responsibility  the  Department  will  follow  the  procedures 
as  defined  in  Civil  Service  Commission  Rule  1.03  (Discrimination  Complaints). 

The  last  managerial  responsibility  is  the  most  significant  and  will  demand 
more  time  than  the  rest  of  the  responsibilities  combined.  It  is  the  development 
of  all  subordinates.  The  success  or  failure  of  Affirmative  Action  will  depend 
largely  on  efforts  to  develop  these  subordinates. 

There  are  a number  of  reasons  why  the  development  of  non-management  employees  is 
so  essential  to  Affirmative  Action: 
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We  show  employees  that  the  Tax  Collector's  Office  is  serious  about 
Affirmative  Action  by  showing  interest  in  the  personal  development  of  each 
individual  employee. 

It  keeps  minorities  and  women  on  the  payroll.  Many  employees  resign  or 
move  to  other  departments  because  they  become  discouraged  with  their 
future  in  the  department. 

Employees  involved  in  self-development  plans  will  greatly  aid  the 
recruitment  of  minorities.  A word-of-mouth  endorsement  is  the  best 
advertising  we  could  have. 

It  makes  use  of  untapped  potential  in  the  non-management  employees. 
Minorities  and  women  who  are  developed  into  candidates 

for  management  are  a source  of  great  potential.  Employees  who  have  had 
job  enrichment  are  better  employees  and  happier  with  their  jobs. 

Employee  development  should  have  three  ingredients  that  can  be  used  as  a 
guide  and  should  be  adapted  to  each  manager's  situation. 

1.  An  initial  interview  with  each  employee. 

2.  A time  schedule  or  agreed  upon  plan  for  the  employee's  development 
(Training  and  Promotion) . 

3.  A follow-up  program  (Annual  Performance  Evaluation). 

Employment  development  will  be  monitored  through  tracking  promotions,  transfer 
requests,  grievance  hearings,  and  review  of  annual  performance  evaluations  of 
affected  employees. 

All  promotional  opportunities  will  be  posted  on  the  bulletin  board.  All 
employees  are  encouraged  to  participate  in  training  programs.  The  Tax  Collector's 
Office  will  sponsor  remedial  training  programs  as  needed  to  correct  identified 
deficiencies  in  minorities,  and  women  within  our  department. 

Dissemination  of  Affirmative  Action  Program 

1.  All  managers  will  be  informed  of  the  department's  Affirmative  Action  program 

by  a written  communication  from  the  Treasurer/Tax  Collector.  A copy  of  which 
will  be  posted  on  the  bulletin  board.  Each  manager  will  be  given  a copy  of 
the  plan. 

2.  EEO  and  Affirmative  Action  plans  and  programs  will  be  added  to  the  Payroll  and 

Personnel  procedural  and  operations  manual  when  revised. 

3.  The  Plan  also  will  be  available  for  public  review  at  the  offices  of  the  Civil 

Service  and  Human  Rights  Commissions  and  in  the  Treasurer/  Tax  Collector's 
office . 
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I.  INTRODUCTION. 


As  set  forth  in  Charter  Section  3.610,  the  Board  of  Trustees  of  the  War  Memorial  of  San 
Francisco,  under  ordinance,  has  charge  of  the  construction,  administration  and 
operation  of  the  War  Memorial  buildings  and  grounds:  the  War  Memorial  Opera 
House,  War  Memorial  Veterans  Building,  Louise  M.  Davies  Symphony  Hall,  Harold  L. 
Zellerbach  Rehearsal  Hall  and  adjacent  grounds. 

In  accordance  with  Charter  Section  3.611,  the  War  Memorial  Board  of  Trustees  has  the 
power  to  appoint  a Managing  Director  and  a secretary  (Assistant  Managing 
Director/Executive  Secretary  to  the  Board),  each  of  whom  shall  hold  office  at  its 
pleasure,  and  such  other  employees  as  may  be  provided  by  the  annual  budget  and 
appropriation  ordinance.  Under  the  direction  of  the  Board  of  Trustees,  the  War 
Memorial  department  functions  to  operate,  administer  and  maintain  the  War  Memorial 
and  Performing  Arts  Center  facilities. 


II.  EQUAL  EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY 
STATEMENT. 

At  its  meeting  of  December  10,  1992,  the  Board  of  Trustees  of  the  War  Memorial  of  San 
Francisco  adopted  Resolution  No.  5381  setting  forth  its  commitment  to  equal 
employment  opportunity  and  affirmative  action,  which  Resolution,  signed  by  the 
President  of  the  Board  of  Trustees,  is  attached  hereto  as  Exhibit  A. 


III.  DESIGNATION  OF  RESPONSIBILITY. 

A.  Primary  Responsibility.  The  Managing  Director  of  the  War  Memorial  and 

Performing  Arts  Center  shall  have  primary  responsibility  for  the  War  Memorial’s 

affirmative  action  program.  The  Managing  Director  shall  be  responsible  for  the 

overall  administration  of  the  Affirmative  Action  Plan  as  follows: 

1.  Development  of  the  department’s  Equal  Employment  Opportunity  and 
Affirmative  Action  Policy  Statement; 

2.  Designation  and  supervision  of  a departmental  Affirmative  Action  Officer;  and 
allocation  of  resources  to  implement  the  program; 

3.  Establishing  affirmative  action  goals  and  timetables; 

4.  Disseminating  departmental  directives  regarding  the  department’s  commitment 
to  and  implementation  of  the  Affirmative  Action  Plan; 

5.  Overseeing  and  evaluating  the  ongoing  implementation  of  the  Affirmative  Action 
Plan  as  well  as  the  performances  of  the  Affirmative  Action  Officer,  departmental 
managers  and  supervisors  as  to  affirmative  action  efforts,  progress  and  success  in 
undertaking  and  achieving  affirmative  action  procedures  and  goals; 

6.  Reporting  on  the  department’s  affirmative  action  progress  to  the  War  Memorial 
Board  of  Trustees,  the  Mayor,  Board  of  Supervisors,  Civil  Service  Commission, 
Human  Rights  Commission  and  other  regulatory  agencies. 
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B.  Affirmative  Action  Officer.  The  Assistant  Managing  Director  of  the  War  Memorial 

and  Performing  Arts  Center  shall  serve  as  the  department’s  Affirmative  Action 

Officer  and  shall  be  responsible  for: 

1.  Developing  and  maintaining  a written  Affirmative  Action  Plan  in  accordance 
with  the  policies  of  the  City  and  County  of  San  Francisco;  submitting  the 
departmental  Affirmative  Action  Plan  and  subsequent  revisions  or  updates  to  the 
War  Memorial  Board  of  Trustees  and  Civil  Service  Commission  for  approvals; 

2.  Disseminating  and  communicating  affirmative  action  procedural  information  to 
departmental  staff;  assisting  departmental  managers  and  supervisors  in  collecting 
and  analyzing  employment  data,  identifying  problem  areas  and  planning  steps  to 
achieve  affirmative  action  goals; 

3.  Reporting  employment  statistics  and  workforce  analyses  as  they  relate  to 
affirmative  action  goals  to  the  Managing  Director;  implementing  and  monitoring 
internal  report  system  to  measure  program  effectiveness; 

4.  Serving  as  the  affirmative  action  liaison  with  departmental  staff  and  with 
departments  and  agencies  of  the  City  and  County  of  San  Francisco. 

C.  Departmental  Managers  and  Supervisors.  It  shall  be  the  responsibility  of  all  War 

• Memorial  managers  and  supervisors  to  carry  out  the  intent  and  requirements  of  the 

department’s  Affirmative  Action  Plan  and  to  work  towards  achieving  the 
department’s  affirmative  action  goals. 

D.  All  Departmental  Employees.  All  department  employees  shall  be  responsible  for 
insuring  that  the  War  Memorial  maintains  a discrimination-free  work  environment. 


IV.  UTILIZATION  ANALYSIS. 

A.  Total  Department  Composition  and  Utilization.  A chart  of  the  War  Memorial’s 
total  department  composition  and  utilization  as  of  June  30,  1991  is  attached  hereto 
as  Exhibit  B. 

B.  Composition  and  Utilization  by  Occupational  Category.  Charts  of  the  department’s 
composition  and  utilization  by  occupational  category  as  of  June  30,  1991  are 
attached  hereto  as  Exhibits  C-l,  C-2,  C-3,  C-4,  C-5  and  C-6. 

C.  Composition  and  Utilization  bv  Classification.  A chart  of  the  War  Memorial’s 
composition  and  utilization  of  classification  "2708  Custodian"  as  of  June  30,  1991  is 
attached  hereto  as  Exhibit  D.  This  is  the  only  departmental  classification  having  20 
or  more  employees. 
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V.  NARRATIVE  DISCUSSION:  REVIEW  OF  PAST  YEAR’S  EEO/AA 

PERFORMANCE.  ~ 

A.  Department  Utilization  Analysis.  The  War  MemoriaPs  total  department 
composition  and  utilization  as  of  June  30,  1991  (as  shown  in  Exhibit  B)  closely 
compares  to  the  San  Francisco  Labor  Market,  1980  U.S.  Census,  in  race/ethnicity 
categories.  However,  total  department  composition  and  utilization  as  to  gender 
shows  an  underutilization  of  females  as  compared  to  San  Francisco  labor  statistics. 

The  War  Memorial  department  consists  of  79  permanent  full-time  positions  and  a 
varying  number  of  temporary,  as-needed  positions.  The  War  MemoriaPs  workforce 
composition  by  occupational,  category  as  of  June  30,  1991  is  as  follows: 


Occupational  Category 

No.  of 
Employees 

Percentage 
of  Total 

Officials  & Administrators 

2 

2.25% 

Professionals 

5 

5.62% 

Protective  Services 

23 

25.84% 

Office/Clerical 

6 

6.74% 

Skilled  Craft 

22 

24.72% 

Service /Maintenance 

31 

34.83% 

TOTAL 

89 

100.00% 

Consistent  with  the  mandated  functions  and  responsibilities  of  the  department,  the 
War  MemoriaPs  workforce  composition  consists  largely  of  employees  in  protective 
services,  skilled  craft  and  service/maintenance  categories.  The  historical 
overutilization  of  males  in  jobs  within  these  three  occupational  categories  helps  to 
explain  the  War  MemoriaPs  underutilization  of  females  in  both  its  total  workforce 
composition  and  workforce  composition  by  occupational  category  and  classification. 

Since  1989,  the  War  Memorial  has  had  success  working  towards  its  departmental 
goals  to  increase  utilization  of  Filipino  and  female  employees  in  its  workforce.  From 
1989  to  1991,  total  department  utilization  of  Filipinos  has  increased  from  1.1%  to 
3.4%;  utilization  of  females  has  increased  from  20.65%  to  24.7%.  These  two  areas 
remain  targeted  in  our  total  department  composition  and  utilization  goals. 

B.  Analyses  of  Composition  and  Utilization  bv  Occupational  Category. 

1.  Officials  & Administrators  /Professionals /Office /Clerical:  There  are  a total  of 
13  War  Memorial  employees  in  the  occupational  categories  of  Officials  & 
Administrators  (2  employees),  Professionals  (5)  and  Office /Clerical  (6).  Due  to 
the  small  number  of  employees  as  well  as  the  extremely  low  rate  of  employee 
turnover  in  each  of  these  categories,  it  is  difficult  to  accurately  analyze  these 
categories’  workforce  composition  as  it  relates  to  the  San  Francisco  labor  market 
or  to  set  and  target  specific  affirmative  action  goals.  Nevertheless,  the  War 
MemoriaPs  Affirmative  Action  programs,  as  discussed  in  Section  VII,  are 
aggressively  undertaken  in  all  employment  issues  within  each  of  these 
occupational  categories. 
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2.  Protective  Services  and  Service /Maintenance.  Current  utilization  of  minorities 
in  protective  services  and  service/maintenance  occupational  categories  closely 
compare  with  (and  in  several  cases  exceed)  San  Francisco  Labor  Market 
Statistics  for  race/ethnicity.  It  is  within  these  two  occupational  categories  (which 
represent  60.67%  of  the  total  department  workforce)  that  the  War  Memorial 
experiences  its  highest  rate  of  employee  turnover  and  that  the  War  Memorial 
employs  the  majority  of  its  temporary,  as-needed  (NCS)  personnel.  While 
minority  representation  in  these  occupational  categories  has  historically  been 
greater  than  that  in  other  categories,  the  frequency  of  employee  turnover  and  the 
availability  of  NCS  appointments  has  increased  the  department’s  opportunity  to 
implement  affirmative  action  efforts  towards  achieving  utilization  goals. 

The  War  Memorial  continues  its  efforts  to  increase  female  representation  in  its 
protective  services  and  service/maintenance  occupational  categories,  both  of 
which  consist  largely  of  positions  which  have  long  been  "non  traditional"  for 
women.  During  the  last  two  years,  female  representation  in  these  two  categories 
has  increased  from  14.55%  to  20.37%.  The  War  Memorial  has  set  goals  to 
further  increase  female  utilization  in  these  occupational  categories  as  well  as  to 
increase  Asian  representation  in  protective  services  jobs. 

3.  Skilled  Crafts:  The  War  Memorial’s  current  workforce  composition  in  the  skilled 
crafts  occupational  category  shows  minority  underutilization  (as  compared  to  San 
Francisco  Labor  Market  Statistics)  in  every  category  of  race/ethnicity  as  well  as 
in  the  female  gender  category.  A number  of  reasons  contribute  to  these 
underutilizations  including: 

- An  historical  underrepresentation  of  females  and  minorities  in  skilled  craft 
fields  resulting  in  limited  (if  any)  availability  of  female  and  minority  employee 
candidates  on  Civil  Service  eligible  lists  as  well  as  limited  qualified  minority 
and  female  candidates  for  NCS  appointments; 

- A very  low  rate  of  employee  turnover  in  the  War  Memorial’s  skilled  crafts 
permanent  positions,  providing  limited  opportunity  to  implement  affirmative 
action  steps; 

- Limited  hiring  of  temporary,  as-needed  (NCS)  employees  in  only  one  skilled 
crafts  classification,  that  of  Stage  Electrician,  which  classification  requires 
specific  technical  qualifications  and  which  field  has  historically  had  a shortage 
of  qualified  women  and  minorities. 

During  the  past  two  years,  the  War  Memorial  has  had  only  two  vacancies  in 
skilled  craft  permanent  positions,  one  of  which  was  filled  by  a male  Filipino. 
This  represented  the  first  hire  of  a Filipino  to  a War  Memorial  skilled  craft 
position,  and  increased  the  overall  minority  representation  in  the  skilled  craft 
occupational  category. 

The  War  Memorial  has  identified  this  occupational  category  as  a primary  target 
relative  to  affirmative  action  goals.  To  the  extent  that  position  vacancies  occur 
within  this  category,  and  subject  to  Civil  Service  hiring  policies,  the  War 
Memorial  will  aggressively  and  actively  work  towards  balancing  its  skilled  crafts 
workforce. 
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C.  Analysis  of  Composition  and  Utilization  bv  Classification:  As  shown  in  Exhibit  D, 
one  War  Memorial  classification  --  2708  Custodian  --  has  total  employments  of  20  or 
more.  As  previously  referenced  in  Section  V.B.2.,  this  classification  has  traditionally 
had  an  underutilization  of  females.  Since  1989,  the  War  Memorial  has  increased 
female  representation  in  this  classification  from  29.16%  to  36.0%.  The 
underutilization  of  females  in  class  2708  Custodian  continues  to  be  a primary 
affirmative  action  goal. 


VI.  AFFIRMATIVE  ACTION  GOALS  AND  TIMETABLES. 

It  is  the  goal  of  the  War  Memorial  and  Performing  Arts  Center  to  employ  a workforce 
that  is  reflective  of  San  Francisco’s  labor  force  as  demonstrated  in  the  most  recent  U.S. 
Census.  The  War  Memorial’s  goals  are  not  rigid  "quotas",  but  rather  employment 
objectives  which  realistically  reflect  the  administration  of  our  affirmative  action 
commitment  and  good  faith  efforts  working  within  Civil  Service  hiring  and  employment 
rules. 

Based  upon  the  underutilizations  identified  in  Section  IV,  and  based  upon  the 
department’s  projections  of  position  vacancies  as  well  as  our  experience  as  to  the 
availability  of  qualified  members  of  minority  groups  and  females  in  the  applicable 
workforce  or  recruiting  area,  the  War  Memorial  has  established  affirmative  action  goals 
that  could  be  attained  by  June  30,  1993  in  each  of  the  total  department,  occupation  and 
classification  categories. 

A.  Affirmative  Action  Goals  by  Total  Department.  A chart  of  the  War  Memorial’s 
affirmative  action  goals  by  total  department  through  June  30,  1993  is  attached  hereto 
as  Exhibit  E. 

B.  Affirmative  Action  Goals  bv  Occupational  Category.  Charts  of  the  War  Memorial’s 
affirmative  action  goals  by  occupational  category  through  June  30,  1993  are  attached 
hereto  as  Exhibits  F-l,  F-2  and  F-3. 

C.  Affirmative  Action  Goals  by  Classification.  A chart  of  the  War  Memorial’s 
affirmative  action  goals  by  classification  through  June  30,  1993  is  attached  hereto  as 
Exhibit  G. 


VII.  AFFIRMATIVE  ACTION  PROGRAMS. 

It  is  the  policy  of  the  War  Memorial  department  to  develop  and  implement  affirmative 
action  programs  and  steps  on  a continuing  basis  to  achieve  equitable  representation  and 
distribution  of  minorities  and  women  in  the  War  Memorial  workforce. 
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A.  Program  Understanding  and  Support.  Policies  and  responsibilities  regarding  the 
dissemination  of  affirmative  action  directives,  policies  and  procedures  are  defined  in 
Sections  III  and  IX.  To  insure  staff  understanding  and  support  of  the  department’s 
Affirmative  Action  program  as  well  as  relevant  federal,  state  and  local  laws, 
guidelines  and  requirements  which  govern  Equal  Employment  Opportunity  and 
Affirmative  Action,  War  Memorial  managers  and  supervisors,  both  incumbents  and 
subsequent  hires,  shall  attend  any  EEO/AA  training  programs  offered  by  the  Civil 
Service  Commission  Equal  Employment  Opportunity  Unit.  The  Affirmative  Action 
Officer  shall  be  responsible  for  coordinating  War  Memorial  employee  participation 
in  EEO/AA  training  sessions  and  for  providing  new  managerial  and  supervisory 
employees  with  the  department’s  Affirmative  Action  Plan  together  with  an 
orientation  session  on  War  Memorial  EEO/AA  policies  and  procedures.  War 
Memorial  managers  and  supervisors  shall  in  turn  be  responsible  for  disseminating 
the  department’s  EEO/AA  policies  to  both  incumbent  and  new  employees  under 
their  supervision  and  advising  employees  of  their  responsibility  to  comply. 

Periodic  evaluations  of  the  performance  of  War  Memorial  managers  and  supervisors 
in  their  implementation  of  affirmative  action  shall  be  made  by  the  Affirmative 
Action  Officer  through  the  Managing  Director  and  shall  be  based  upon  documented 
performance  and  good  faith  efforts  as  they  relate  to  targeted  affirmative  action  goals. 

B.  Recruitment  & Outreach.  The  War  Memorial  shall  make  every  effort  to  project 
position  vacancies  well  in  advance  to  provide  for  adequate  advance  planning  of 

* specific  recruitment,  selection  and  placement  activities  within  the  department’s 

I recruitment  procedures. 

Certain  War  Memorial  employments  (i.e.  permanent,  full-time  Civil  Service 
positions  in  large  classes  for  which  there  are  existing  eligible  lists)  provide  limited 
opportunity  for  departmental  initiation  or  implementation  of  recruitment  activities. 
In  anticipation  of  such  employment  vacancies,  the  War  Memorial  will  continue  to 
encourage  minority  and  women  employees  in  applicable  next  lower  ranks  to 
participate  in  promotive  examinations  for  the  vacancy  class.  The  War  Memorial  will, 
as  well,  continue  its  efforts  to  broaden  the  base  of  eligible  applicants  by  posting 
position  announcements  at  other  departmental  worksites  to  notify  potential  transfer 
candidates  of  War  Memorial  employment  opportunities.  The  War  Memorial  will 
work  cooperatively  with  the  Civil  Service  Commission  to  coordinate  targeted 
recruitment  activities  including  the  enlistment  of  War  Memorial  minority  group  and 
female  staff  members  to  participate  in  City-wide  recruitment  activities  and  job  fairs. 

The  War  Memorial  has  greater  opportunity  to  implement  recruiting  activities  for 
provisional,  non-Civil  Service  opemngs  and  for  those  Civil  Service  classifications 
which  are  exclusive  to  the  War  Memorial  department.  Any  and  all  War  Memorial 
NCS  provisional  hires  are  subject  to  the  policies  and  procedures  outlined  in  the 
October  18,  1991  memorandum  from  the  Civil  Service  Commission  General 
Manager,  Personnel,  attached  hereto  as  Exhibit  H.  Copies  of  this  memorandum 
have  been  distributed  to  all  War  Memorial  managers  and  supervisors.  In  addition  to 
the  required  steps  outlined  in  this  memorandum.  War  Memorial  managers  and 
supervisors,  together  with  the  department’s  Affirmative  Action  Officer,  will 
aggressively  pursue  qualified  minority  and  women  employment  candidates  from  the 
1 next  lower  ranks,  other  departments,  professional  organizations  and  minority  or 

* womens’  community  groups. 
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There  are  two  Civil  Service  classifications  which  are  exclusive  to  the  War  Memorial 
department,  those  of  4119  Performing  Arts  Center  Aide  and  7377  Stage  Electrician. 
Each  of  these  classifications  require  applicants  to  possess  specific  knowledge  and 
experience  in  areas  of  public  assembly  facilities  management  or  theatrical  stage 
technology.  Civil  Service  examinations  for  these  two  classifications  are  given  upon 
the  War  Memorial’s  request  in  anticipation  of  a position  vacancy.  Due  to  the 
specialized  qualifications  of  these  two  exclusive  classifications,  the  War  Memorial 
has  the  opportunity  to  identify  minority  and  womens’  organizations  as  recruitment 
resources  that  specialize  in  these  particular  required  skills.  This  includes  contacts 
with  community  colleges,  universities,  other  public  assembly  facilities,  and  cultural, 
entertainment  and  theatrical  organizations. 

C.  Selection  and  Hiring  Procedures.  With  the  assistance  of  and  in  accordance  with 
rules  and  regulations  of  the  Civil  Service  Commission,  the  War  Memorial  shall 
insure  that  job  requirements,  selection  methods  and  hiring  are  conducted  to  provide 
and  promote  equal  employment  opportunity.  Inparticular,  special  emphasis  shall  be 
placed  on  advance  coordination  between  the  Affirmative  Action  Officer  and 
departmental  manager  or  supervisor  in  every  employment  instance  to  insure 
complete  utilization  of  available  resources  towards  the  attainment  of  identified 
affirmative  action  goals.  Through  the  Affirmative  Action  Officer,  War  Memorial 
managers  and  supervisors  are  encouraged  to  recommend  job  restructuring, 
apprenticeship  classes  or  other  programs  which  would  enhance  affirmative  action 
objectives. 

D.  Upward  Mobility  Training  and  Promotive  Opportunities.  It  is  the  policy  of  the  War 
Memorial  to  encourage  its  employees  to  participate  in  upward  mobility  training 
programs  and  promotive  opportunities.  The  department  regularly  notifies  its 
employees  of  both  internal  and  external  employment  opportunities  as  well  as 
available  training  or  educational  programs  in  related  fields. 

E.  Employment  Procedures.  On  a periodic  basis,  the  Affirmative  Action  Officer  shall 
meet  with  departmental  managers  and  supervisors  to  review  uniform  employment 
standards  and  procedures  including,  but  not  limited  to,  recruitment  and  hiring, 
appointments  to  acting  or  temporary  assignments,  disciplinary  actions,  grievances 
and  handling  of  employee  suggestions  or  concerns.  The  Affirmative  Action  Officer 
shall  submit  any  employment  procedure  recommendations  to  the  Managing  Director. 

F.  Complaint  Procedures.  The  War  Memorial  will  investigate  all  complaints  received 
regarding  EEO  policies  and  procedures.  The  War  Memorial  will  also  investigate  any 
and  all  complaints  of  discrimination  and  sexual  harassment  in  accordance  with  the 
City’s  complaint  procedures. 


VIII.  AUDITING  AND  REPORTING. 


The  War  Memorial  Affirmative  Action  Officer  is  responsible  for  maintaining  records  of 
all  departmental  employment  decisions  and  the  affirmative  action  impact.  The 
Affirmative  Action  Officer  shall  regularly  advise  departmental  managers  and 
supervisors  of  identified  affirmative  action  targets  and  shall  maintain  a record  of  each 
hire  relative  to  affirmative  action  goals  as  well  as  to  other  considerations  factoring  into 
an  employment  decision. 
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As  required,  the  Affirmative  Action  Officer,  through  the  War  Memorial  Managing 
Director,  shall  submit  EEO/AA  records  and  reports  to  the  War  Memorial  Board  of 
Trustees,  Mayor,  Board  of  Supervisors,  Civil  Service  Commission,  Human  Rights 
Commission  and  other  regulatory  agencies. 


IX.  DISSEMINATION. 

All  War  Memorial  managerial  and  supervisory  personnel  shall  be  provided  with  a 
complete  copy  of  the  departmental  Affirmative  Action  Plan  as  well  as  subsequent  plan 
updates  or  revisions.  War  Memorial  managers  and  supervisors  shall  be  advised  of  their 
responsibility  to  implement  the  affirmative  action  program  and  that  their  performance 
as  it  relates  to  the  affirmative  action  program  will  be  evaluated. 

All  War  Memorial  employees  shall  be  informed  in  writing  of  the  department’s  policy  for 
equal  employment  opportunity  and  affirmative  action;  of  their  responsibility  to  maintain 
a workplace  free  or  discrimination  and  harassment;  and  of  the  procedures  for  filing 
complaints  of  discrimination  or  harassment.  A complete  copy  of  the  War  Memorial’s 
Affirmative  Action  Plan  shall  be  available  in  the  War  Memorial  administrative  offices 
for  review  by  employees,  employee  organizations,  community  groups  and  members  of 
the  public. 

||  X.  EXHIBITS. 

In  addition  to  the  exhibits  previously  referenced  in  this  plan,  attached  hereto  are  the 
following  memorandums  which  have  been  issued  by  the  department  (and  which  are 
periodically  re-issued)  regarding  policies  and  procedures  related  to  equal  employment 
opportunity  and  affirmative  action: 

Exhibit  I:  Policy  Regarding  the  Use  of  Slurs  by  City  Officials  and  Employees  (War 

Memorial  memorandum  dated  March  18,  1988). 

Exhibit  J:  HIV  and  AIDS  Information  (War  Memorial  memorandum  dated  April  12, 

1988) . 

Exhibit  K:  Policy  on  Sexual  Harassment  (War  Memorial  memorandum  dated  June  26, 

1989) . 

Exhibit  L:  Civil  Service  Commission  Policy  on  Language  Diversity  (War  Memorial 

memorandum  dated  December  18,  1989). 
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Exhibit  A 


BOARD  OF  TRUSTEES 

OF  THE  WAR  MEMORIAL  OF  SAN  FRANCISCO 


Resolution  No.  5381 


RESOLVED:  By  the  Board  of  Trustees  of  the  War  Memorial  of  San  Francisco  that  it  hereby 


EQUAL  EMPLOYMENT  OPPORTUNITY  AND  AFFIRMATIVE  ACTION  POLICY 
STATEMENT 


It  is  the  policy  of  the  City  and  County  of  San  Francisco  and  the  San  Francisco  War  Memorial 
and  Performing  Arts  Center  to  afford  Equal  Employment  Opportunity  to  all  persons 
regardless  of  race,  ethnicity,  national  origin,  gender,  sexual  orientation,  marital  status, 
disability,  medical  condition,  AIDS/ARC/HIV  infection,  age,  religion  or  political  affiliation. 
This  policy  of  non-discrimination  applies  to  all  aspects  of  employment  including,  but  not 
limited  to,  recruitment,  selection,  hiring,  promotion,  assignment,  benefits,  compensation, 
training,  transfer,  layoff,  discipline  and  termination. 

The  members  of  the  War  Memorial  Board  of  Trustees  are  both  individually  and  collectively 
committed  to  an  affirmative  action  program  including  goals  and  timetables  to  address 
identified  underutilizations.  The  Board  of  Trustees  is  further  committed  to  comply  with  all 
relevant  federal,  state  and  local  laws,  guidelines  and  requirements  which  govern  Equal 
Employment  Opportunity  and  Affirmative  Action. 

The  War  Memorial  Board  of  Trustees  has  assigned  the  responsibility  for  the  management  and 
direction  of  the  War  Memorial’s  affirmative  action  program  to  its  Managing  Director  and 
Assistant  Managing  Director,  each  of  whom  have  stated  to  the  Board  of  Trustees  their 
personal  commitment  to  equal  employment  opportunity  and  affirmative  action. 

FURTHER  RESOLVED,  that  the  War  Memorial  Board  of  Trustees  hereby  approves  the  San 
Francisco  War  Memorial  and  Performing  Arts  Center’s  Departmental  Affirmative  Action 
Plan  dated  November  23,  1992,  and  confirms  that  all  War  Memorial  employees  shall  be 
informed  of  the  department’s  Equal  Employment  Opportunity  and  Affirmative  Action  Policy 
and  of  their  responsibility  to  comply  therewith. 


adopts  the  following 


December  10.  1992 
Date 


President 

War  Memorial  Board  of  Trustees 


9- 


San  Francisco  War  Memorial  and  Performing  Arts  Center 
Affirmative  Action  Plan 


Exhibit  B 


> 


TOTAL  WAR  MEMORIAL  DEPARTMENT  COMPOSITION  AND  UTILIZATION 


As  of  6/30/91 

Bv  Race /Ethnicity  Number  Percent 


White 

37 

41.6% 

Black 

16 

18.0% 

Hispanic 

10 

11.2% 

Asian 

23 

25.8% 

Filipino 

3 

3.4% 

Amer.  Indian 

0 

0.0% 

1 

Bv  Gender 

Male 

67 

75.3% 

Female 

22 

24.7% 

TOTAL 

89 

100.00% 

Availabilitv 

Variance 

(-onlv) 

AA  Goal 
Yes /No 

9.9% 

- 

No 

11.2% 

-- 

No 

15.3% 

-- 

No 

5.4% 

(2.0%) 

Yes 

0.4% 

(0.4%) 

No 

45.2% 

(20.5%) 

Yes 

San  Francisco  War  Memorial  and  Performing  Arts  Center 
Affirmative  Action  Plan 


Exhibit  C-l 


COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 
Category:  Officials  and  Administrators 


Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 

X-onlyl 

AA  Goal 
Yes /No 

White 

2 

100.0% 

Black 

0 

0.0% 

9.9% 

( 9.9%) 

No 

Hispanic 

0 

0.0% 

11.2% 

(11.2%) 

No 

Asian 

0 

0.0% 

15.3% 

(15.3%) 

No 

Filipino 

0 

0.0% 

5.4% 

(5.4%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

Bv  Gender 

Male 

0 

0.0% 

Female 

2 

100.0% 

45.2% 

- 

No 

TOTAL 

2 

100.0% 

Description  of  Positions  in  Occupational  Category: 

Number  of 

Positions  Classification 

1 4120  Asst.  Managing  Director/Executive  Secretary  to  the  Board  of 

Trustees 

1 4124  Managing  Director 


- 11- 


San  Francisco  War  Memorial  and  Performing  Arts  Center 
Affirmative  Action  Plan 


Exhibit  C-2 


COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Category:  Professionals 


Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 

..(-only) 

AA  Goal 
Yes /No 

White 

3 

60.0% 

Black 

0 

0.0% 

9.9% 

( 9.9%) 

No 

Hispanic 

0 

0.0% 

11.2% 

(11.2%) 

No 

Asian 

2 

40.0% 

15.3% 

- 

No 

Filipino 

0 

0.0% 

5.4% 

(5.4%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

Bv  Gender 

Male 

2 

40.0% 

Female 

3 

60.0% 

45.2% 

- 

No 

TOTAL 

5 

100.0% 

Description  of  Positions  in  Occupational  Category: 
Number  of 

Positions  Classification 

1 1652  Senior  Accountant 

1 1656  Head  Accountant 

3 4119  Performing  Arts  Center  Aide 

I) 
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COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 
Category:  Protective  Services 


Bv  Race /Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availabilitv 

Variance 

(-only) 

AA  Goal 
Yes /No 

White 

8 

34.8% 

Black 

9 

39.1% 

9.9% 

-- 

No 

Hispanic 

3 

13.0% 

11.2% 

- No 

Asian 

2 

8.7% 

15.3% 

( 6.6%) 

Yes 

Filipino 

1 

4.4% 

5.4% 

(1.0%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

Bv  Gender 

Male 

21 

91.3% 

Female 

2 

8.7% 

45.2% 

(36.5%) 

Yes 

TOTAL  23  100.0% 


Description  of  Positions  in  Occupational  Category: 

Number  of 

Positions  Classification 

8 8202  Security  Guard 

1 8205  Institutional  Police  Sergeant 

13  8207  Building  and  Grounds  Patrol  Officer 

1 8209  Institutional  Police  Lieutenant 
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) 


COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 
Category:  Office /Clerical 


Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 

f-onlvl 

AA  Goal 
Yes /No 

White 

2 

33.3% 

Black 

0 

0.0% 

9.9% 

( 9.9%) 

No 

Hispanic 

1 

16.7% 

11.2% 

-- 

No 

Asian 

3 

50.0% 

15.3% 

-- 

No 

Filipino 

0 

0.0% 

5.4% 

( 5.4%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

( Bv  Gender 

Male 

1 

16.7% 

Female 

5 

83.3% 

45.2% 

-- 

No 

TOTAL 

6 

100.0% 

Description  of  Positions  in  Occupational  Category: 
Number  of 

Positions  Classification 


1408  Principal  Clerk 
1426  Senior  Clerk  Typist 
1446  Secretary  II 
1632  Senior  Account  Clerk 
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COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 


Category: 

Skilled  Craft 

Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availability 

Variance 

..(-only). 

AA  Goal 
Yes /No 

White 

18 

81.8% 

Black 

0 

0.0% 

9.9% 

( 9.9%) 

Yes 

Hispanic 

1 

4.55% 

11.2% 

( 6.65%) 

Yes 

Asian 

2 

9.1% 

15.3% 

( 6.2%) 

Yes 

Filipino 

1 

4.55% 

5.4% 

( .85%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

Bv  Gender 

Male 

21 

95.45% 

Female 

1 

4.55% 

6.9% 

( 2.35%) 

Yes 

TOTAL  22  100.0% 

Description  of  Positions  in  Occupational  Category: 
Number  of 

Positions  Classification 

2 7205  Chief  Engineer 

9 7334  Stationary  Engineer 

2 7335  Senior  Stationary  Engineer 

1 7345  Electrician 

1 7346  Painter 

7 7377  Stage  Electrician 
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COMPOSITION  AND  UTILIZATION  BY  OCCUPATIONAL  CATEGORY 
Category:  Service/Maintenance 


Bv  Race /Ethnicity 


0 


As  of  6/30/91 
Number  Percent 


Availability 


Variance  AA  Goal 

f-onM  Yes  /No 


White 

4 

12.9% 

Black 

7 

22.6% 

9.9% 

-- 

No 

Hispanic 

5 

16.1% 

11.2% 

-- 

No 

Asian 

14 

45.2% 

15.3% 

-- 

No 

Filipino 

1 

3.2% 

5.4% 

(2.2%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

Bv  Gender 

Male 

22 

71.0% 

Female 

9 

29.0% 

45.2% 

(16.2%) 

Yes 

TOTAL 


31  100.0% 


Description  of  Positions  in  Occupational  Category: 

Number  of 

Positions  Classification 

25  2708  Custodian 

2 2716  Custodial  Assistant  Supervisor 

1 2718  Custodial  Supervisor  I 

1 2720  Janitorial  Services  Supervisor 

1 7120  Buildings  and  Grounds  Maintenance  Superintendent 

1 7392  Window  Cleaner 
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COMPOSITION  AND  UTILIZATION  BY  CLASSIFICATION 
Classification:  2708  Custodian 


Bv  Race/Ethnicitv 

As  of  6/30/91 
Number  Percent 

Availabilitv 

Variance 

X-only)- 

AA  Goa 
Yes /No 

White 

2 

8.0% 

Black 

4 

16.0% 

9.9% 

-- 

No 

Hispanic 

5 

20.0% 

11.2% 

-- 

No 

Asian 

13 

52.0% 

15.3% 

-- 

No 

Filipino 

1 

4.0% 

5.4% 

(1.4%) 

No 

Amer.  Indian 

0 

0.0% 

0.4% 

( 0.4%) 

No 

Bv  Gender 

Male 

16 

64.0% 

Female 

9 

36.0% 

45.2% 

( 9.2%) 

Yes 

TOTAL  25  100.0% 
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D 


AFFIRMATIVE  ACTION  GOALS  BY  TOTAL  DEPARTMENT 


Anticipated  Vacancies: 

Number  Classification 

1 1426  Senior  Clerk  Typist 

1 1446  Secretary  II 

5 2708  Custodian 

1 4119  Performing  Arts  Center  Aide 

2 7334  Stationary  Engineer 

5 7377  Stage  Electrician 

1 7392  Window  Cleaner 

4 8207  Building  and  Grounds  Patrol  Officer 


Affirmative  Action  Goals  for  June  30.  1993 


Target  Group  Underutilized 

Filipino 

Female 


New  Hires/ 
Promotions 

Total 

Percent 

+ 2 

5 

5.62% 

+ 4 

26 

29.21% 
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AFFIRMATIVE  ACTION  GOALS  BY  OCCUPATIONAL  CATEGORY 
Category:  Protective  Services 


Anticipated  Vacancies: 

Number  Classification 

4 8207  Building  and  Grounds  Patrol  Officer 


Affirmative  Action  Goals  for  June  30.  1993 


Target  Group  Underutilized 

New  Hires/ 
Promotions 

Total 

Percent 

Asian 

+ 1 

3 

13.04% 

Female 

+ 1 

3 

13.04% 
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San  Francisco  War  Memorial  and  Performing  Arts  Center 
Affirmative  Action  Plan 


Exhibit  F-2 


D 

AFFIRMATIVE  ACTION  GOALS  BY  OCCUPATIONAL  CATEGORY 
Category:  Skilled  Craft 

I 

Anticipated  Vacancies: 

Number  Classification 

2 7334  Stationary  Engineer 

5 7377  Stage  Electrician 


Affirmative  Action  Goals  for  June  30.  1993 
New  Hires/ 


Target  Group  Underutilized  Promotions  Total 

Black  --  0 

Hispanic  - 1 

Asian  +1  3 

Female  --  1 


Percent 

0.00% 

4.55% 

13.64% 

4.55% 


I) 
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Affirmative  Action  Plan 


Exhibit  F-3 


AFFIRMATIVE  ACTION  GOALS  BY  OCCUPATIONAL  CATEGORY 
Category:  Service/Maintenance 


Anticipated  Vacancies: 

Number  Classification 

5 2708  Custodian 

1 7392  Window  Cleaner 


Affirmative  Action  Goals  for  June  30.  1993 


Target  Group  Underutilized 

New  Hires/ 
Promotions  Total 

Percent 

Female 

+2  11 

35.48% 
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San  Francisco  War  Memorial  and  Performing  Arts  Center  Exhibit  G 

Affirmative  Action  Plan 

> 

AFFIRMATIVE  ACTION  GOALS  BY  CLASSIFICATION 
Classification:  2708  Custodian 


Anticipated  Vacancies: 

Number  Classification 

5 2708  Custodian 


I) 


Affirmative  Action  Goals  for  June  30.  1993 


Target  Group  Underutilized 
Female 


New  Hires/ 
Promotions  Total 

+ 2 11 


Percent 

44.00% 


City  and  County  of  San  Franciaco 


Civil  Service  Commission 


EXHIBIT  H 


October  18,  1991 


TO:  All  Appointing  Officers 

Departmental  Personnel  Officers 
Departmental  Affirmative  Action  Officers 

FROM:  John  J.  Walsh 

General  Manager Per sonne 1 
Civil  Service  Commission 

SUBJECT:  REQUESTS  FOR  ORAL  AUTHORIZATIONS  TO  MAKE  NON-CIVI L SERVICE 

APPOINTMENTS 


PURPOSE 


The  purpose  of  this  memorandum  is  to  outline  the  policies  and  procedures  for 
departmental  appointing  officers  and  personnel  officers  on  non-civil  service 
provisional  hiring. 

AUTHORITY 

Non-civil  service  (NCS)  provisional  appointments,  authorized  by  Charter 
Section  8.332,  may  be  made  according  to  the  provisions  of  Civil  Service 
Commission  Rule  12,  Section  12.04  and  the  policies  and  procedures 
established  by  the  Commission  and  its  staff.  CSC  Rule  12,  Section  12.04 
requires  that  non-civil  service  appointments  be  made  based  on  a combination 
of  factors  including  merit,  affirmative  action,  and,  if  promotive,  seniority. 

SOURCE  FOR  APPLICANTS 


The  source  for  applicants  to  make  an  NCS  appointment  depends  on  the  status 
of  the  civil  service  eligible  list  for  the  classification. 

If  there  is  an  existing  eligible  list  for  a class  in  which  an  NCS 
appointment  is  to  be  made  and  eligibles  are  available,  the  selection 
must  be  made  of  someone  on  the  list  who  is  reasonably  expected  to  be 
reachable  in  the  next  certification.  Authorized  department 
representatives  may  contact  the  Certification  Unit  at  554-4353  for  names 
of  avai lable  eligibles. 

If  an  eligible  list  for  a particular  class  has  recently  expired  with 
remaining  eligibles,  the  department  may  be  asked  to  canvass  the  expired 
list  to  make  an  NCS  appointment. 


Room  151  City  Hall 


Sar  Francisco  94  102 


If  an  examination  for  the  class  has  been  announced,  the  individual  who 
is  selected  for  NCS  appointment  must  have  filed  for  and  been  qualified 
to  participate  in  the  examination.  If  any  portion  of  the  examination 
has  been  administered,  the  individual  must  also  have  successfully 
completed  that  portion  of  the  examination.  Departmental  personnel 
officers  are  to  contact  personnel  analysts  in  the  CSC  Examination 
Division  or  the  decentralized  units  for  names  of  qualified  applicants. 

If  no  candidates  are  available  from  the  Examination  Division,  or  if  the 
eligible  list  for  the  class  is  either  exhausted  or  expired  and  the 
examination  has  not  been  announced,  the  department  must  develop  a 
recruitment  and  selection  plan  as  well  as  target  affirmative  action 
goals.  This  may  include  recruiting  from  "next  lower  ranks,"  other 
departments,  professional  organizations,  and  minority  or  women's 
community  groups. 

REQUIREMENTS 

If  a department  wishes  to  fill  a vacancy  in  a class  in  which  there  is  no 
candidate  available  from  a civil  service  eligible  list,  or  from  a pool  of 
applicants  for  an  examination,  the  department  is  required  to: 

• develop  and  implement  a recruitment  and  selection  procedure  to 
ensure  that  interested  persons  can  apply;  and, 

• target  the  department's  affirmative  action  goals  in  recruiting  to 
fill  the  vacancy. 

The  department  must  take  the  following  steps  to  comply  with  these 
requirements : 

1.  When  there  is  a vacancy  to  be  filled,  departmental  managers  and 
supervisors  must  contact  their  departmental  affirmative  action  officer 
for  assistance  in  identifying  affirmative  action  targets.  Affirmative 
action  targets  will  be  consistent  with  the  department's  affirmative 
action  gools,  as  specified  by  the  department's  affirmative  action  plan. 

2.  A iob  announcement,  utilizing  minimum  qualifications  from  the  most 
recent  Civil  Service  examination  announcement,  must  be  issued. 

3.  Every  effort  must  be  made  to  notify  potential  departmental  applicants 
via  verbal  notification  and  posting  of  announcements  at  departmental 
worksites. 

The  department  will  conduct  appropriate  targeted  recruitment 
activities.  Resources  available  for  the  development  of  affirmative 
action  recruitment  strategies  are  the  departmental  affirmative  action 
officer,  the  departmental  personnel  officer,  and  the  Civil  Service 
Commission  Equal  Employment  Opportunity  CEEO)  Unit. 
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External  affirmative  action  outreach  and  recruitment  to  other 
departments,  jursidi ctions , and  the  community,  will  be  required  for 
classes  in  which  underrepresentation  of  one  or  more  protected  groups 
exists  and  an  internal  pool  is  inadequate  to  address  the 
underrepresentation . 

4.  Job  announcements  shall  be  posted  for  a minimum  of  two  weeks  at 
department  worksites  and  in  places  where  persons  with  the  requisite 
experience  and  skills  are  likely  to  see  them. 

5.  The  composition  of  the  applicant  pool  shall  be  evaluated  to  determine 
if  it  is  balanced  by  gender  and  race  in  comparison  to  the  San  Francisco 
available  labor  market.  If  the  pool  is  significantly  unbalanced,  the 
department  may  be  required  to  continue  targeted  outreach  efforts  and 
re-open  the  application  process. 

6.  Job  interviews  shall  be  conducted  by  a panel  (more  than  one  person) 
whose  composition  has  gender/racial  diversity.  All  questions  utilized 
by  the  panel  shall  be  directly  job-related.  All  documents  (job 
announcements,  applications,  test  questions,  rating  sheets,  comments, 
etc.)  related  to  the  interview  and  selection  process  shall  be  retained 
in  the  department. 

7.  Affirmative  action  must  be  considered  in  each  step  of  the  selection 
process.  The  final  selection  must  be  based  on  a combination  of  factors 
including  merit,  affirmative  action,  and  if  promotive,  seniority.  In 
every  case,  an  individual  selected  for  NCS  appointment  must  meet  the 
minimum  qualifications  for  the  position.  OA  requests  that  do  not  meet 
these  guidelines  will  not  be  granted. 

If  the  final  decision  does  not  result  in  an  affirmative  action 
selection,  the  department  may  be  asked  to  describe  how,  relative  to 
affirmative  action  concerns,  other  considerations  factored  into  the 
ultimate  selection. 

Fail ure  to  Comply 


All  requests  for  authorization  to  make  NCS  appointments  must  follow  the 
above  procedure.  If  the  procedure  is  not  followed,  the  request  will  be 
rejected  and  referred  to  the  Civil  Service  Commission  for  review. 

OBTAINING  AUTHORIZATION  FOR  NCS  APPOINTMENTS 

1.  An  oral  authorization  (OA)  is  the  approval  required  to  make  a 

non-civil  service  appointment.  Oral  authorizations  (OAs)  are  issued 
by  the  Civil  Service  Commission  EEO  Unit. 
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2.  Managers  and  supervisors  must  be  reminded  that  they  are  not 
authorized  to  make  offers  of  employment  until  oral  authorization 
(OA)  has  been  approved  by  the  Civil  Service  Commission  EEO  Unit. 
Departmental  representatives  incur  legal  liabilities  on  behalf  of 
the  City  and  County  and  may  incur  personal  liability  for  making 
commitments  of  employment  without  prior  Civil  Service  Commission 
approval . 

3.  Requests  for  OAs  must  be  maae  by  the  departmental  appointing 
officer,  personnel  officer,  or  an  official  designee.  The  EEC  Unit 
maintains  a listing  of  persons  authorized  to  call  for  OAs.  All 
other  requests  will  be  referred  back  to  the  department. 

4.  The  staff  of  the  EEO  Unit  will  review  each  OA  request  to  ensure  tha 
the  selection  was  made  on  the  basis  of  a combination  of  merit 
factors,  affirmative  action,  and,  if  promotive,  seniority  (CSC 
Rule  12,  Section  12.04).  The  department  may  be  asked  to  submit  for 
review  all  recruitment  documentation,  applications  or  resumes, 
selection  devices  and  rating  sheets,  list  of  interviewers,  etc. 

For  more  information,  contact  Evelyn  Hocan-Jackson , Director  of  Affirmative 
Action,  or  your  departmental  liaison  in  the  Civil  Service  Commission  EEO 
Unit  at  554-4736. 


1477C 
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San  Francisco  V Memorial  and  Perfon.  dg  Arts  Center 


MEMORANDUM 


401  Van  Ness  Avenue.  Suite  110 
San  Francisco.  California  94102 
Telephone  415/  621-6600 


War  Memorial  Opera  House 
Davies  Symphony  Hall 
Herbst  Theatre 
Veterans  Building 
Museum  of  Modern  Art 


March  18,  1988 


EXHIBIT  I 


TO:  All  War  Memorial  Administrative  Staff  and  Supervisors 

FROM:  Thelma  Shelley,  Managing  Director 

SUBJ:  Policy  Regarding-  the  Use  of  SLURS  by  City  Officials  and 

Employees 


Please  find  attached  copies  of  memoranda  from  John  Walsh,  General 
Manager /Personnel,  Civil  Service  Commission,  and  Grant  S.  Mickins, 
Director  of  the  San  Francisco  Human  Rights  Commission.  The  purpose  of 
these  communications  is  to  bring  to  the  attention  of  each  City  employee  the 
City  and  County  of  San  Francisco's  policy  regarding  the  use  of  SLURS. 

You  should  also  know  that  it  is  the  policy  of  the  San  Francisco  War 
Memorial  and  Performing  Arts  Center  to  discourage  the  use  of  SLURS  by  its 
employees. 

The  Human  Rights  Commission's  policy  states  in  part:  "BY  PROMOTING  ILL 

WILL,  SLURS  DIMINISH  PEACE  AND  ORDER."  We  should  each  make  every 
effort  not  only  to  refrain  from  indulging  in  the  use  of  slurs,  but  also  to 
actively  discourage  their  use  by  others. 

I will  appreciate  your  posting  this  memorandum  along  with  the  attached 
materials  in  appropriate  locations  for  the  attention  of  those  under  your 
supervision. 

Thank  you  for  your  attention  to  this  matter. 

</ 

cc:  John  J.  Walsh 

Grant  S.  Mickins 


TS  :pf 

Attachments 
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War  Memorial  Opeia  I louse 
Davies  Symphony  Mall 
Hcrbsi  Theatre 
Veterans  Building 
Museum  of  Modern  Art 


MEMORANDUM 


401  Van  Ness  Avenue.  Suite  1 10 
San  Francisco.  California  94102 
Telephone  415/  621-6600 


April  12,  1988 


EXHIBIT  J 


TO:  All  Employees  of  the  War  Memorial  of  San  Francisco 

FROM:  Thelma  Shelley,  Managing  Director 

SUB  J : HIV  and  AIDS  Information 


In  January  of  this,  year,  the  San  Francisco  Board  of  Supervisors  addressed 
the  issue  of  the  disease  now  known  as  acquired  immune  deficiency  syndrome 
[AIDS].  The  Supervisors  are  concerned  that  federal  efforts  to  this  point 
are  woefully  inadequate  in  terms  of  both  the  amount  of  educational  material 
being  made  available  on  AIDS  and  clear  communications  of  intended  messages 
on  the  disease.  As  a result,  the  Supervisors  have  declared  it  to  be.  in  the 
public  interest  to  require  each  City  department  to  provide  each  of  its 
employees  with  information  for  the  prevention  of  HIV  infection  and  the 
spread  of  AIDS. 

The  War  Memorial  of  San  Francisco  thoroughly  agrees  with  the  Board  of 
Supervisors  on  this  subject.  Therefore,  please  find  attached  to  this 
memorandum  copies  of  (1)  Ordinance  No.  4-88  [1-7-88],  (2)  the  Surgeon 

General’s  Report  on  Acquired  Immune  Deficiency  syndrome,  (3)  a booklet 
entitled  "AIDS:  A Guide  for  Survival,"  and  (4)  a smattering  of  other  AIDS 

educational  resource  materials  provided  by  the  San  Francisco  AIDS 
Foundation.  You  are  strongly  encouraged  to  read  these  documents  in  order 
to  familiarize  yourself  with  the  ways  AIDS  can  be  prevented  and  treated. 

It  is  equally  important  for  you  to  develop  an  understanding  about  AIDS  in 
order  to:  (1)  reduce  fears  in  certain  working  areas;  (2)  make  proper 

referrals  for  those  at-risk  who  are  HIV  infected;  and  (3)  eliminate  common 
misconceptions  about  AIDS. 

For  this  reason,  the  War  Memorial  has  arranged  for  the  San  Francisco  AIDS 
Foundation  to  provide  an  educational  and  informational  program 
(accompanied  by  video  presentation)  for  War  Memorial  employees  on 
Tuesday,  April  19,  1988,  from  2:00  until  3:30  p.m.  in  Room  212  of  the 
Veterans  Building.  You  are  encouraged  to  attend  this  presentation.  Your 
supervisor  will  make  you  available  to  do  so  as  time  and  work  coverage 
permits. 

In  terms  of  general  health  matters,  we  are  providing  you,  as  well,  with  a 
small  booklet  entitled  "The  HealthCall  Directory"  which  provides  medical 
information  by  telephone  on  over  300  health  topics  24  hours  a Jay. 


TS:pf 


San  Francisco  "Yar  Memorial  and  Perfor  Aing  Arts  Center 

401  Van  Ness  Avenue,  Suite  110 

MEMORANDUM  Telephone  415/ 621-6600 


June  26,  1989 


TO:  All  War  Memorial  Employees 

FROM:  Thelma  Shelley,  Managing  Dii 

SUBJECT:  Policy  on  Sexual  Harassment 


Section  16.9-25  of  the  San  Francisco  Administrative  Code  prohibits  Sexual 
Harassment  of  City  Employees;  establishes  a complaint  procedure;  provides 
for  remedies  for  persons  who  have  found  to  be  victims  of  sexual 
harassment  including  the  setting  aside  of  disciplinary  action  against 
these  persons;  requires  the  imposition  of  disciplinary  action  against 
persons  violating  the  section;  and  requires  distribution  of  the  policy. 

It  is  the  policy  of  the  War  Memorial  department  that  sexual  harassment  of 
employees  will  not  be  tolerated.  War  Memorial  supervisors  have  been 
provided  with  specific  information  on  the  contents  of  the  Board  of 
Supervisors*  ordinance  and  of  the  Civil  Service  procedures  for  filing  a 
complaint  for  the  purposes  of  instructing  employees  under  their 
supervision. 

Any  questions  regarding  this  policy  or  regarding  procedures  for  filing  a 
complaint  may  be  directed  to  your  supervisor  or  War  Memorial  management. 

TS : em 


War  Memorial  Opera  House 
Davies  Symphony  Hall 
Herbst  Theatre 
Veterans  Building 
Museum  of  Modern  Art 
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San  Francisco  *Yar  Memorial  and  Performing  Arts  Center 


MEMORANDUM 


401  Van  Ness  Avenue.  Suite  110 
San  Francisco.  California  94102 
Telephone  415/  621-6600 


War  Memorial  Opera  House  . 0 
Davies  Symphony  Hall 
Herbst  Theatre  >,  q 

Veterans  Building  ^ q 

Museum  of  Modern  Art  ? 


June  26 , 1989 


TO: 

FROM: 

SUBJECT: 


War  Memorial  Supervisory  Staff 
Thelma  Shelley,  Managing  Director 
Policy  on  Sexual  Harassment 


Attached  is  a copy  of  San  Francisco  Administrative 
relating  to  sexual  harassment  of  City  employees, 
several  things  of  supervisory  employees: 


Code  Section  16.9-25 
This  ordinance  requires 


1.  That  a supervisory  employee  receiving  a 
harassment  shall  inform  the  department 
three  working  days; 


complaint  of  sexual 
head  of  such  complaint  within 


2 That  supervisory  employees  shall  instruct  all  employees  under  their 
supervision  of  the  contents  of  the  ordinance  and  of  the  Civil  Service 
procedures  for  filing  a -complaint  for  violation  thereof. 

To  meet  these  requirements,  I am  issuing  a memorandum  to  all  War  Memorial 
personnel  outlining  a specific  departmental  policy  delineating  that 

sexual  harassment  will  not  be  tolerated.  I am  also  providing  each 

supervisory  employee  with  a copy  of  the  procedures  for  filing  a complaint 
for  violation  of  this  ordinance. 


Your  review  and  understanding  of  this  ordinance  is  essential.  If  you 
have  any  questions  regarding  the  ordinance,  please  let  me  know. 


TS:  em 

Attachments 


Distribution:  Elizabeth  Murray 

Jim  Baldocchi 
Shong  Tay 
Peter  Fries 
Jay  Chronister 
Bill  Hastings 
Joe  Anderson 
John  Robbins 
Tom  Shawyer 
Jim  Woollen 
Richard  Russell 
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MEMORANDUM 


401  Van  Ness  Avenue.  Suite  110 
San  Francisco.  California  94102 
Telephone  415/  621-6600 


War  Memorial  Opera  House 
Davies  Symphony  Hall 
Herbst  Theatre 
Veterans  Building 
Museum  of  Modern  Art 
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December  18,  1989 


EXHIBIT  L 


TO: 

FROM: 


All  Employees  of  the  War  Memorial  of  San  Francisco. 


Thelma  Shelley,  Managing  Director 


SUB J : CIVIL  SERVICE  COMMISSION  POLICY  ON  LANGUAGE  DIVERSITY 


At  its  meeting  of  November  6,  1989,  the  Civil  Service  Commission  adopted 
the  attached  Policy  on  Language  Diversity  for  City-wide  application. 

This  policy  affirms  that  employees  of  the  City  and  County  of  San  Francisco 
have  a right  to  speak  their  primary  language  in  the  workplace  and  that 
City  departments  may  not  establish  any  rules  which  abridge  that  right 
unless  such  rules  are  the  result  of  a business  necessity  which  comports 
with  the  standards  established  by  the  U.S.  Equal  Employment  Opportunity 
Commission. 

The  policy  designates  the  CSC  Equal  Employment  Opportunity  Unit  as  the 
Commission's  designee  for  administering  and  interpreting  and  applying  the 
provisions  of  the  policy  to  City  departments. 

At  its  regular  monthly  meeting  of  October  12,  1989,  the  Board  of  Trustees 
of  the  War  Memorial  of  San  Francisco  adopted  the  attached  policy  in  toto  as 
the  official  language  policy  of  the  San  Francisco  War  Memorial  and 
Performing  Arts  Center. 

The  attached  Language  Policy  is  being  provided  to  you — as  well  as  being 
prominently  posted  throughout  our  department — so  that  employees  of  the 
War  Memorial  of  San  Francisco  may  familiarize  themselves  with  its 
provisions.  Please  take  the  time  to  read  this  document. 

Many  thanks  for  your  cooperation  in  this  matter. 


TS  :pf 
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cc:  The  Honorable  Art  Agnos,  Mayor 

Ed  McGovern 
John  Walsh 
Alayne  MacArthur 
Anita  Escandor 
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Commission  on  the  Status  of  Women 

City  and  County  of  San  Francisco 

COMMISSION  ON  THE  STATUS  OF  WOMEN 

Affirmative  Action  Plan 


'The  purpose  of  the  Commission  on  the  Status  of  Women  is  to 
"advance  women's  equality  in  San  Francisco  and  to  assist  the  City 
and  County  of  San  Francisco  in  realizing  its  policy  to  ensure 
women  equal  economic,  political,  social  and  educational 
opportunities  as  well  as  equal  services  by  public  agencies. 

As  a small  department  of  four  staff  and  seven  commissioners,  the 
primary  functions  and  authorities  are: 

. advocacy  of  women's  rights  and  issues 
. reform  ineffective  regulatory  structures 

monitoring  and  auditing  gender  based  discrimination 
. training  role 

administering  funds  to  and  monitoring  domestic 
violence  agencies 

. advisory  role  on  policies  and  programs  of 

incarcerated  females 

It  is  the  policy  of  the  Commission  on  the  Status  of  Women  to 
afford  equal  opportunity  in  employment  to  all  persons  without 
discriminating  on  the  basis  of  race,  religion,  sex,  national 
origin,  ethnicity,  age,  physical  handicap,  political  affiliation 
and  sexual  orientation. 

The  Commission  on  the  Status  of  Women  is  committed  to  a strong 
Affirmative  Action  Program,  to  remove  barriers  that  have  operated 
in  the  past  to  preclude  employment  opportunities  to  certain 
groups  who  have  experienced  discriminatory  practices  and  to 
increase  the  utilization  of  the  skills  and  talents  of  minority 
women . 

The  Commission  on  the  Status  of  Women,  in  its  advisory  role  for 
women  ensures  that  employment  decisions-,  including  recruitment, 
testing,  selection,  work  assignment,  promotion  and  compensation 
are  based  upon  job-related  criteria  and  without  discrimination. 
The  Commission  on  the  Status  of  Women  will  take  aggressive  steps 
to  improve  the  utilization  of  various  minority  groups  and  women 
'where  they  are  currently  under  represented  in  the  City  and  County 
workforce. 

It  shall  be  the  responsibility  of  the  executive  director  to  carry 
out  the  intent  of  the  Affirmative  Action  Program.  The  executive 
director  will  be  responsible  for  ensuring  that  the  Commission  on 
the  Status  of  Women  maintain  a discrimination-free  work 
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environment.  The  executive  director  of  the  Commission  on  the 
Status  of  Women  has  the  responsibility  for  monitoring  and 
evaluating  affirmative  action  activities  and  to  periodically 
report  to  the  Mayor,  the  Board  of  Supervisors,  Civil  Service 
Commission  and  the  Human  Rights  Commission. 

The  Commission  on  the  Status  of  Women  has  a 100%  female  staff: 

50%  White,  25%  Hispanic  and  25%  Asian.  The  executive  director  is 
committed  to  work  closely  with  the  Civil  Service  Commission  in 
the  recruitment  of  a minority  women  to  fill  any  vacancy  that 
Tmight  occur. 


COMMISSION  ON  THE  STATUS  OF  WOMEN 


Administrative  Policies  and  Procedures 

The  Commission  on  the  Status  of  Women  administrative  office  is  a 
small  and  dynamic  office,  highly  visible  to  the  public  and,  as  a 
result,  routinely  demands  that  employees  can  adapt  and  function 
effectively  in  the  following  environment: 

quick  paced; 
highly  prof essiona'I  ; 

. highly  analytical; 

. paper  intensive; 

. detail  intensive; 

. focused  on  statistics  and  contracts; 

. policy  and  procedure  oriented; 

. sometimes  a high  pressure  work  environment; 

. subject  to  last  minute  and/or  changing  priorities  and 
deadlines ; 

. quick  pace  sometimes  necessitates  minimal  supervisory 

time  available  to  direct  staff  focus,  energy  and 
time.  Therefore,  individual  initiative  in  learning  and 
completing  task  is  required. 

COMPLETED  STAFF  WORK 

All  written  documents  of  the  Commission  bn  the  Status  of  Women 
staff  are  public  documents,  and  therefore  are  to  be  complete, 
factual,  not  editorial,  clearly  written,  well  organized,  retained 
in  files  accessible  to  the  Commission  on  the  Status  of  Women 
administration  at  all  times  and  conform  to  standards  listed 
below. 

It  is  the  responsibility  of  EACH  STAFF  PERSON  that  all  staff  work 
be  checked  and  conform  to  the  following: 

. Grammar  and  Spelling  - should  be  correct  with  no 
errors . 

Arithmetic  - all  calculations  (adding,  subtracting, 
multiplication,  division,  etc.)  must  be  correct  with  no 
errors . 

Xeroxing  - documents  must  be  clear,  in  the  correct 
order,  and  not  cut  off  at  the  edges. 

Proofreading  - it  is  the  responsibility  of  the  person 
initiating  a document  to  do  final  proofreading  on  all 
work  - even  if  support  staff  has  done  typing  and 
xeroxing.  If  you  are  not  absolutely  sure  that  the 
final  product  is  correct,  ask  one  or  more  colleague (s) 
on  staff  to  review  your  work. 

. Deadlines  - are  to  be  met  at  all  times.  If  the  time 


constraints  given  appear  unrealistic,  request  an 
extension  from  the  Executive  Director  in  advance  of  the 
deadline  - at  the  time  assignment  is  due. 

If  necessary  to  complete  work  within  assigned  deadline, 
staff  is  expected  to  work  beyond  regularly  scheduled 
hours.  Comp  time  will  be  given  when  required  for 
completion  of  deadlines  when  requested  in  advance  as 
detailed  in  the  C05W  time  policies. 

Emergencies  or  Confidential  information  - where  it  is  not 
possible  or  is  unrealistic  to  write  information,  handwritten 
notes  or  oral  message  in  staff  meetings  or  individual  meetings  or 
individual  meetings  will  be  accepted. 

PROFESSIONAL  CONDUCT  EXPECTED  ~0F  ALL  STAFF' 

As  an  office  of  the  City  and  County  of  San  Francisco,  the 
Commission  on  the  Status  of  Women's  first  obligation  is  to  serve 
the  public.  It  is  your  duty  to  treat  the  public  with  respect, 
and  respond  to  requests  and  inquiries  promptly,  accurately  and 
courteously.  Since  it  is  our  business  to  serve  the  public,  you 
should  always  be  happy  to  receive  requests  and  anxious  to  help. 
(In  the  COSW,  Public  - COSW  contractors  and  participants,  as  well 
as  the  general  public  outside  of  the  network.) 

Staff  of  COSW  shall  be  committed  to  the  awareness  of  language 
diversity  and  not  to  participate  in  any  racial  or  cultural 
gender-based  and  homophobic  slurs. 

An  important  element  of  all  COSW  jobs  is  to  be  well  informed  on 
the  general  business  of  the  Commission  on  the  Status  of  Women. 

If  the  Commission  on  the  Status  of  Women  has  a policy  or 
information  on  an  issue  or  question  asked,  staff  is  expected  to 
be  helpful,  give  the  information  or  articulate  the  policy.  If 
the  Commission  on  the  Status  of  Women  has  no  position  or 
information  on  the  issue  or  question,  or  if  you  are  not 
absolutely  sure  of  the  answer  or  policy,  then  you  are  to  advise 
the  public  that  you  will  research  the  item  and  get  back  to  them 
with  a response.  NEVER  guess  or  invent  information  or  policy  to 
the  public.  Likewise  NEVER  say  "I  don't  know"  without  offering 
to  try  to  find  out.  Sticky  questions  and  situations  should  be 
referred  to -the  Executive  Director. 

MAYOR'S  OFFICE.  BOARD  OF  SUPERVISORS.  LEGISLATORS.  COMMISSIONERS. 
MEDIA 

All  requests  from  the  Mayor's  Office,  Board  of  Supervisors, 
Legislators,  Commissioners  and  the  Media,  should  be  referred  to 
the  Executive  Director.  Further  all  materials  sent  to  the  above 
should  be  reviewed  and  approved  by  the  Executive  Director. 


CONFLICT  OF  INTEREST 


As  required  by  federal  state  and  local  laws,  no  employees 
shall . . . 

participate  in  the  selection,  award,  or  administration  of  a 
contract  in  which  Federal  funds  are  used,  where,  to  his/her 
knowledge  he/she  or  his/her  immediate  family  or  partner  has 
no  financial  interest  or  with  whom  he/she  is  negotiating  or 
has  any  arrangement  concerning  prospective  employment.  the 
Commission  on  the  Statu's  of  Women  employees  shall  neither 
solicit  nor  accept  gratuities,  favors  or  anything  of 
monetary  value  from  contractors  or  potential  contractors. 
Actions  contrary  to  these  rules  will  be  cause  for 
disciplinary  action. 

No  employee  shall  refer  individual  contractors  to  service 
providers.  Referrals  will  be  done  centrally  by  a designated 
department  representatives. 


Standards  Used  in  Assessing  Work  Performance 

. General  professional  attitude  in  dealing  with  colleagues  and 
members  of  the  public. 

. Performance • in  carrying  out  the  duties  and  responsibilities 
of  your  job  as  defined  in  verbal  direction  given  by  the 
Executive  Director. 

Adherence  to  policies  and  procedures  for  "Completed  Staff 
Work" . 

. Adherence  to  office  time  policies. 

Accuracy  of  work  performed. 

Demonstrated  ability  to  work  independently  and  be  self 
motivated. 

. Demonstrated  good  judgement  expected  of  professional  staff 
in  making  routine  decisions  based  on  common  sense  and 
knowledge  of  policy  and  procedures. 

Demonstration  of  initiative  in  identifying  potential 
problems  in  assigned  responsible  and  in  referring  those 
appropriately . 

. Uses  initiative  to  inquire  of  colleagues  when  unresolved 
issues  or  questions  present  themselves. 

. Demonstrated  ability  to  communicate,  both  verbal  and  in 
writing. 


Establishes  and  maintains  satisfactory  working  relationships 
with  department  personnel  and  the  public. 

Where  significant  improvement  has  been  consistently 
demonstrated,  the  improvement  will  be  noted  in  the 
performance  evaluation. 


AFFIRMATIVE  ACTION  POLICY 


It  is  the  policy  of  the  Commission  on  the  Status  of  Women  that 
the  ethnicity,  gender,  cultural  and  life  style  diversity  of  the 
staff  and  Board  of  Directors  of  the  Commission  on  the  Status  of 
Ttfomen  Contractors  be  representative  of  the  people  being  served. 

The  Commission  on  the  Status  of  Women  is  committed  to  ensuring 
that  Contractors  take  affirmative  action  issues  seriously  in 
determining  their  policies  in  ensuring  egual  opportunity  in 
employment.  The  Contractor's  commitment  to  affirmative  action 
will  be  one  of  the  minimum  requirements  upon  which  proposals  will 
be  evaluated  and  Contractors  will  be  selected. 

All  contractors  shall  be  required  to  demonstrate  their  commitment 
to  the  affirmative  action  requirements  of  the  Commission  on  the 
Status  of  Women  as  they  relate  to  the  ethnicity,  gender,  cultural 
and  life  style  diversity  of  San  Francisco's  women  and  children  by 
the  staff,  clients,  and  Board  of  Directors  of  contractors.  The 
Commission  on  the  Status  of  Women  requires  that: 

A.  Board  of  Directors  shall  take  aggressive  steps  to  ensure  that 
the  Board  of  Directors  and  staff  reflect  the  cultural  and  life 
style  diversity  of  San  Francisco's  women  and  children  in 
implementing  their  Affirmative  Action  Policy,  and  also  be 
representative  of  the  target  population  served  by  the  agency, 
and 

B.  Board  of  Directors  shall  take  additional  steps  to  ensure  that 
former  clients  of  agencies  are  give  the  opportunity  to  serve 
on  the  Board  or  as  staff,  and 

C.  Furthermore,  the  Board  of  Directors  shall  ensure  that  former 
clients  are  given  opportunities  to  serve  in  an  advisory 
capacity  to  the  agencies  in  a variety  of  levels,  and 

D.  Submit  a plan,  within  a defined  period  of  time,  which 
demonstrates  a commitment  to  affirmative  action  conforming  to 
the  Commission  on  the  Status  of  Women's  policy. 


Adopted  May  24,  1990 
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